Characteristics of Successful Personal Trainers by Abbott, Melinda
  
CHARACTERISTICS OF SUCCESSFUL PERSONAL TRAINERS 
by 
Melinda B. Abbott 
Dissertation Committee: 
Professor Kathleen A. O’Connell, Sponsor 
Professor Joseph Ciccolo 
Approved by the Committee on the Degree of Doctor of Education 
Date     May 16, 2018    
Submitted in partial fulfillment of the  
requirements for the Degree of Doctor of Education in 




CHARACTERISTICS OF SUCCESSFUL PERSONAL TRAINERS 
Melinda B. Abbott 
Personal trainers are paid fitness professionals who curate exercise programs for 
their clients, bridging the gaps between health, commerce, and fitness. This study seeks 
to identify specific attributes of personal trainers associated with success, using a cross-
sectional design. An online survey was used to evaluate career success and levels of 
emotional intelligence using a convenience sample of certified, working personal trainers 
(N = 225). Two instruments were developed to capture the concepts of emotional 
intelligence and career success. Characteristics thought to be most pertinent in the field of 
personal training are those associated with Emotional Intelligence, as measured by the 
Emotional Intelligence in Personal Trainers [EIPT] instrument, developed as part of the 
study. Career success is measured by evaluating career satisfaction, professional 
progression and professional development using the Success as a Personal Training 
[SAAPT] instrument, also developed as part of the study. Demographic and work-related 
items measured variables like weekly productivity, location of training session, type of 
education, and certification to capture additional characteristics of the sample. The 
validated Career Success Survey [CSS] was used alongside the EIPT and the SAAPT. It 
was hypothesized that there would be a positive relationship between emotional 
intelligence and success. In addition, it was hypothesized that weekly productivity and 
  
years of experience would be related to success. Regression analysis findings show that 
although work-related variables are significant predictors of success, accounting for 19% 
of the variance in success. Emotional Intelligence accounts for variance in success above 
and beyond work-related variables, accounting for nearly 49% of additional variance in 
total success scores (p < .001). This result supports the hypothesis that EI is a significant 
predictor of success in addition to those work related factors like how many sessions are 
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Chapter I  
CHARACTERISTICS OF SUCCESSFUL PERSONAL TRAINERS 
Introduction 
Personal trainers are fitness professionals whose work revolves around the design 
and execution of customized exercise programs. Personal trainers are a part of a larger 
fitness industry, connecting lifestyle management with health promotion, disease 
prevention and consumer culture (Maguire, 2001). Estimates for 2014 show that roughly 
one third of adults in the United States are overweight, while another 33% are considered 
obese (Ogden, Carroll, Fryar, & Flegal, 2015). In 2011, there were over 50 million adult 
members of health clubs (Storer, Dolezal, Berenc, Timmins, & Cooper, 2014). Physical 
activity is an opportunity for people to extend their natural lifespan while reducing 
limitations in their functional movement (Cress et al., 2006; McClaran, 2003). There is 
considerable evidence that suggests the incorporation of regular exercise can positively 
impact cardiovascular health, body composition, metabolism, bone health, psychological 
well-being, and overall muscle strength and capacity (Cress et al., 2006; McClaran, 
2003). Personal trainers have been shown to be an instrumental part of learning an 
exercise routine, as well as progressing the exercise program effectively as to ensure 
continued benefits (Storer et al., 2014). At the same time, there is very little research 
about the qualities needed to be a successful personal trainer (Melton, Katula, & Mustian, 
2008). 
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Research Implications 
The purpose of this dissertation is to identify the characteristics of successful 
personal trainers. There is no current method of determining how to measure success as a 
personal trainer, nor is there an agreed-upon way to operationalize success as an 
outcome. This study was designed to address this gap. As a former personal trainer, 
current health educator and yoga instructor, I witness transformation in the gym on a 
regular basis. I often wondered about those trainers who were clearly facilitating a 
positive change in the lives of their clients versus those whose clients were dissatisfied 
and disillusioned. I would then witness many of these former clients revert to their 
previously ineffective modes of physical activity. I wondered if the impact of the trainer 
was a factor in whether people adopt exercise as a lifelong pursuit, and how to measure 
that impact. First, I understood that I did not know what characteristics are shared by the 
most successful trainers. If those characteristics could be identified and measured, 
perhaps they could be taught and widely adopted. I set out to find those characteristics 
and create an instrument to measure them. I then operationalized success and created an 
instrument designed to measure success specifically as it relates to personal training. I 
then analyzed the data to examine any relationship between the components of successful 
trainers and their impact on the level of success achieved.  
Original Specific Aims 
The original specific aims set forth in the proposal for this project were:  
1.  Further develop an instrument to measure levels of Emotional Intelligence in 
Personal Trainers.  
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2.  Develop an instrument to measure levels of success as defined by income, job 
satisfaction, and career longevity within the field of Personal Training.  
3.  Test the hypothesis that Emotional Intelligence is related to success in personal 
training.  
4.  Assess whether there are additional variables that are related to levels of 
success in personal training.  
To that end, much of the preliminary research was devoted to designing original 
instruments. One instrument was designed to measure emotional intelligence in personal 
training, while the other was designed to measure success in personal training. These 
instruments were then used in conjunction with two other instruments: one validated 
instrument measuring generic career satisfaction and the other collecting demographic 
and practice characteristics.  
Changes Made to Study Since Initial Proposal Approval 
The original sample considered was to be a mixture of employed personal trainers 
in the local area combined with students of exercise physiology or a related subject 
enrolled in schools across the country. The initial recruitment efforts were slow and did 
not yield an adequate number of respondents. Recruitment efforts had to be altered to 
garner a large enough sample size within a reasonable time frame. Recruitment shifted 
towards only employed personal trainers and was outsourced to Qualtrics, a data 
analytics service with a panel of respondents. The Qualtrics database had sufficient 
numbers of employed personal trainers to ensure a large enough sample of working, 
certified personal trainers. Once a large enough sample was acquired, the data were 
collected, and each instrument was factor analyzed. Factor analysis revealed that the 
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items of the emotional intelligence instrument loaded onto three distinct factors rather 
than just domains of emotional intelligence as defined in the literature: Appraisal and 
expression of emotion, regulation of emotion and utilization of emotion (Salovey & 
Mayer, 1990). The final version of the instrument, called the Emotional Intelligence for 
Personal Trainers was comprised of three factors:  Factor One: General EI for Personal 
Trainers, Factor Two: Self Awareness of Personal Trainers and Factor Three: Reading 
non-verbal cues and conveying emotions to clients. The items that loaded onto these 
factors also measured self-awareness of personal trainers and the ability to read non-
verbal cues while in sessions with clients. The success instrument was based on reviews 
of the literature and interviews with subject-matter experts. The initial version of the 
instrument presented success composed of two distinct domains: objective and 
subjective. Factor analysis revealed three distinct domains rather than two. These three 
domains are much more nuanced and specific to personal training: Factor One: 
Professional Development, Factor Two: Financial Stability and Factor Three: 
Professional Progression.  
Organization of the Dissertation 
The dissertation is presented in a total of four chapters. Each chapter describes a 
different phase of the work involved. Chapters II through IV are written as separate 
articles for future publication. Methodology involved data collection by way of an online 
survey. The survey “The Characteristics of Successful Personal Trainers” was created 
and distributed to nationally certified personal trainers who currently work with clients in 
the field. The survey contained the two original instruments along with a demographic 
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questionnaire and an already validated career satisfaction survey, the Career Satisfaction 
Survey [CSS] (Greenhaus, Parasuraman, & Wormley, 1990).  
Chapter II presents the preliminary work performed that led up to a theoretical 
framework to serve as a guide for the creating of the Emotional Intelligence in Personal 
Training instrument [EIPT]. Initial investigation consisted of a literature review in the 
fields of personal training and exercise science. In-person interviews were simultaneously 
conducted with subject matter experts. These data were triangulated with literature from 
sociology regarding Emotional Labor [EL], the swath of professions in the service 
industry whose emotional demeanor is integrated into the expectations of their 
professionalism (George, 2008). This provided support for emotional intelligence as the 
most accurate construct that would guide item creation and scale development. The EIPT 
was drafted over several iterations and rounds of feedback. The latest version was drafted 
containing 5 domains and 56 items. The scale was inserted into the survey. Items were 
factor analyzed, leading to a revised scale with 3 domains and 32 items.  
Chapter III presents the work involved in creating the second original instrument, 
designed to measure success in personal trainers, the Success as a Personal Trainer 
[SAAPT]. The items drafted for this scale were influenced by career success literature 
and in-person interviews with subject matter experts. Success was operationalized into 
two distinct domains: objective success and subjective success. The scale originally 
contained two domains and 22 items. The SAAPT was inserted into the survey. The items 
were factor analyzed, leading to a revised version with 3 domains and 16 items.  
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Chapter IV presents the analysis regarding the research question: Is emotional 
intelligence related to success in personal training? In addition, the relationships of other 
variables to personal training were investigated. 
Appendices 
Appendices A-E contain the research material used during the first round of data 
collection and item creation for the EIPT. Appendices F and G contain revised versions 
of the EIPT. Appendices H-J contain the revisions and finalized versions of the SAAPT 
and the CSS (Greenhaus et al., 1990). Appendix K is a PDF version of the entire survey 
as seen by subjects. Appendices L-Q contain statistical tests of reliability, correlation and 
regression.  
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Chapter II  
THE DEVELOPMENT OF THE EMOTIONAL INTELLIGENCE IN  
PERSONAL TRAINERS [EIPT] INSTRUMENT 
Personal trainers are fitness professionals paid to design and facilitate customized 
exercise programs (Maguire, 2001). Personal trainers are part of the fitness industry in a 
manner that connects health promotion, disease prevention, and consumer culture 
(Maguire, 2001). However, little is known about the qualities that contribute towards 
being an effective personal trainer (Melton et al., 2008). Scholarly research about 
personal training does not reflect the growing numbers of professionals in the field 
(Maguire, 2001; Melton et al., 2008). One way to develop practitioners and those who 
prepare them is an enhanced understanding of what contributes towards success in 
personal training.  
The research that follows is centered on this question: “What are the qualities 
possessed by the best personal trainers?” There is no current governing body in fitness 
that assumes wide-spread responsibility for regulation and measurement of trainers skills 
or attributes (Melton et al., 2008). This reality creates an opportunity for an instrument 
that might help capture and measure the characteristics shared by successful personal 
trainers.  
This paper describes the background of personal training as a profession, the 
continued need for skilled and knowledgeable personal trainers, the best practices of 
working personal trainers and the development of a questionnaire that aims to accurately 
measure those attributes found in personal trainers.  
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Background 
Data collected during 2011-2014 showed that an estimated 34 percent, or roughly 
one third of adults in the United States over the age of 20 were considered overweight, 
while 33% were considered obese and another 6 percent were considered extremely 
obese (Ogden et al., 2015). Overweight and obesity are known risk factors for a myriad 
of health issues, including but not limited to type 2 diabetes, heart disease, high blood 
pressure, fatty liver disease, osteoarthritis, stroke and some types of cancer (Ogden et al., 
2015). There is substantial evidence suggesting that regular physical activity can 
introduce dramatic health benefits to several common health measures such as body 
composition, metabolism and muscular strength/functional capacity as well as health 
issues such as cardiovascular health, bone health, psychological well-being (Cress et al., 
2006; McClaran, 2003).  
Physical activity is an opportunity for people to extend their natural lifespan while 
reducing limitations in functionality (Cress et al., 2006; McClaran, 2003). In 2011, there 
were approximately 51 million health club members in the US, a 24% increase over 6 
years (Storer et al., 2014). Most gym/health club members list overall health and wellness 
along with progression towards individual goals as reasons for membership (Storer et al., 
2014). Despite active gym memberships and multiple benefits to physical activity and 
exercise, almost 40% of adults do not engage in any activity during their leisure time; 
rather they are sedentary (Melton et al., 2008). This trend is said to result in over $23 
billion dollars in health expenditures (Melton et al., 2008). Of those who do adopt an 
exercise program, an estimated 50% will discontinue it after 6 months (Melton et al., 
2008).  
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Personal trainers are meant to be experts in design and execution of fitness and 
conditioning programs, helping their clients achieves their fitness and wellness goals. A 
well rounded exercise program would ideally contain elements of balance, strength, 
flexibility and endurance, tailored to fit the needs of the individual (Cress et al., 2006). 
This balanced and tailored approach can optimize adherence to physical activity as a 
lifestyle choice rather than a singular event. Adherence to exercise has been argued to be 
a result of the influence of the exercise leader (Melton et al., 2008). Adherence is related 
to self-efficacy, specifically mastery experiences, social modeling, social persuasion and 
states of psychological or mental readiness (Melton et al., 2008).  
Literature Review 
A search of the literature from the field of Personal Training [PT] revealed that 
there were very few articles specific to personal training or trainers themselves. The 
literature search on personal training continued in the database PsycInfo using limits of 
journal articles from 1990 to the present day, in English. Key words were personal 
training, exercise, behavior change, weight loss and certified trainers.  
Personal training as a key word was not recognized; there were no peer-reviewed 
articles with quantitative data using personal trainers as subjects. Personal trainers were 
subjects of qualitative research done by sociologists. Articles found came from the fields 
of exercise science and sociology, discussed below.  
Exercise Science 
McClaran (2003) found that incorporating one-on-one sessions with a personal 
trainer is an effective way to impact exercise frequency and behavior change. Limitations 
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to McClaran’s study include the absence of a control group as a means of testing whether 
those persons without trainers would experience similar results.  
In 2014, research was done using random assignment to create experimental 
group alongside a control group to determine the impact of supervised training with a 
personal trainer versus self-directed training within a health club setting (Storer et al., 
2014). Limitations of this study include a small and non-representative sample. Despite 
its limitations, researchers showed significant differences in fitness levels based on the 
presence of a qualified personal trainer supervising the exercise program. Those 
participants working with trainers experienced greater gains in various fitness 
assessments compared to those who self-directed their programs (Storer et al., 2014). The 
self-directed group was not able to fully grasp the complexity and nuances of the 
variables within the exercise program that need to be manipulated in order to see 
quantifiable results (Storer et al., 2014).  
There is evidence demonstrating that having a trainer can help clients achieve 
goals that otherwise may elude them if they choose to exercise unsupervised. Both Storer 
(2014) and McClaran (2003) demonstrated that personal trainers’ involvement with a 
client’s exercise program is an effective way to enact change, as shown via physical 
fitness assessments or by way of measuring attitudes towards increasing physical activity.  
Melton et al. conducted qualitative research about personal trainers using small 
focus groups with less than 15 subjects (Melton, Dail, Katula, & Mustian, 2010, 2011; 
Melton et al., 2008). Melton discussed the findings of her focus groups in her 2008 and 
2010 papers. There are close to 20 different certifications for personal training available 
to the general public (Melton et al., 2010; Melton et al., 2008). These programs range in 
  12 
 
rigor and candidate qualifications. Some certifications like the American College of 
Sports Medicine [ACSM] and the National Strength and Conditioning Association 
[NSCA] have certifications that require a 4-year degree. Other certification programs are 
open to the general public, require no specific scholarly background, and can be 
completed in the span of a weekend, such as Future Fit (Melton et al., 2010; Melton et al., 
2008). Trainers are typically hired without regard to the origin of their certification. 
Lower-cost trainers typically are those holding less rigorous certifications. Higher-cost 
trainers are typically those with a degree, perhaps an advanced degree and a certification 
which requires a rigorous written exam (Melton et al., 2008).  
Competencies required by working personal trainers were generally agreed to be 
knowledge of anatomy, biomechanics, exercise physiology, lifestyle and health, chronic 
disease, exercise program design, and diet modification (Melton et al., 2008). As this list 
is limited to subject area knowledge, what remains to be known are skill sets and 
attributes that make an effective trainer (Melton et al., 2008).  
Sociology 
Sociologists have studied personal trainers as a way of examining the service 
industry (George, 2008; Maguire, 2001). This body of work examines what is known as 
Emotional Labor [EL]. EL refers to service industry work which requires employees to 
feel or project the feeling of certain emotions while engaged in job-specific interactions 
(Kruml & Geddes, 2000). EL is performed most often when there is face-to-face and 
voice-to-voice contact between the service provider and the customer (Tumbat, 2011). 
EL is also described as the management of particular attitudes and feelings, such as 
empathy towards the customer (Callaghan & Thompson, 2002). Service encounters 
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involving emotional labor are often dynamic and can include complex interactions with 
both experiential and emotional components. Employees involved in jobs requiring 
emotional labor are often selected for their ability to display a flexible attitude and 
provide exceptional customer service (Callaghan & Thompson, 2002). These employees 
are expected to see multiple perspectives, work with a desire for improvement, develop 
and take on responsibility while actively seeking out work performance feedback 
(Callaghan & Thompson, 2002; Hur, Moon, & Jung, 2015).  
George (2008) found that qualities of successful personal trainers include setting a 
tone of authority and exerting their authority within a specific realm of expertise, such as 
fitness, body composition, or exercise science. George (2008) found that successful 
trainers display personality qualities like charm, charisma, and patience, while Maguire 
(2001) reported charisma to be the number one skill required by personal trainers. 
Fitness aspirations often require goal-directed delay of gratification by whoever is 
pursuing them. George (2008) noted that trainers use personal relationships to cultivate 
motivation for exercise and lifestyle change. This personal relationship helps to foster an 
atmosphere of interpersonal empathy between trainer and client. Trainers use their 
personal relationship with the clients as a means to ensuring accountability towards 
completion of fitness goals.  
Melton in her 2008 qualitative study asked focus group members, all of whom 
were working personal trainers, “what qualities are important to be a successful personal 
trainer?” While her question is identical to that of the current research, Melton’s (2008) 
findings rely upon inductive research and interpretative analysis.  
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There appeared to be ample evidence for the need for a measurement instrument 
that might capture the attributes shared by successful personal trainers. The next section 
of the paper describes the process leading towards choosing the appropriate constructs to 
measure, developing of the assessment, and describing the overlap of research disciplines 
that were involved.  
Preliminary Studies 
This section describes the preliminary and pilot work carried out resulting in the 
construction of the measurement tool. This work includes interviews conducted with 
experts, which aided the selection of a theoretical framework. This framework gave me 
structure when developing items based on interviews and literature review. I then 
developed the instrument and pilot tested the instrument on 21 personal trainers while 
simultaneously asking 2 experts to critique the items. After reviewing feedback and 
analysis of the items, I made revisions, and used the instrument along with a demographic 
and success instrument as part of a survey intent on researching “What are the qualities of 
a successful personal trainer?” 
Theoretical Framework 
To construct a questionnaire with sound psychometric properties, it was necessary 
to limit the measurement to just one construct. I interviewed a group of experts to 
evaluate their response to the question. The expert responses were grouped into themes 
which, when analyzed, led to the choice of Emotional Intelligence [EI] as a theoretical 
framework. EI was the most appropriate lens in which to capture and measure the 
qualities and attributes shared by the best and most successful personal trainers.  
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EI is a multidimensional concept that traces its roots to several different 
theoretical traditions (Parker, Keefer, & Wood, 2011; Schutte et al., 1998; Schutte, 
Malouff, & Thorsteinsson, 2013; Walter, Cole, & Humphrey, 2011). EI has been 
described as adaptive emotional functioning involving inter-related competencies 
connected to the extent of perception, understanding, and the utilization, and managing 
emotions in self and others (Schutte et al., 2013). Van Rooy conceptualized EI as “set of 
abilities both verbal and nonverbal that enable a person to generate, recognize, express, 
understand, and evaluate their own and others’ emotions in order to guide thinking and 
actions that result in successful coping with environmental demands and pressures” 
(O’Boyle, Humphrey, Pollack, Hawver, & Story, 2011, p. 789).  
Goleman (1995) writes about EI as a cluster of skills and capabilities related to 
self-awareness, emotional regulation, motivation, empathy, and handling relationships. 
The domains measured in traditional and validated EI scales are classified in five general 
categories: (1) self-awareness and appraisal, (2) regulation of emotion, (3) utilization of 
emotion in service of goals, known as motivation, (4) recognizing emotions in others, 
known also as empathy, and (5) managing emotions in relationship to others, also known 
as interpersonal intelligence or handling relationships (Goleman, 1995; O’Boyle et al., 
2011; Parker et al., 2011; Salovey & Mayer, 1990; Schutte et al., 1998; Thelwell, Lane, 
Weston, & Greenlees, 2008).  
My initial interview with an expert in personal training helped to determine 
whether the concept seemed viable based on the gap in the research. This expert agreed 
that there was no industry specific tool for measuring EI in trainers, but such a tool would 
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contribute towards improvement in the field. The three interviews that followed helped to 
strengthen the findings and demonstrate the overlap in the EI, EL, and PT literature.  
Data for instrument development were gathered using a semi-structured interview 
process, whereby subjects were asked a series of questions but also encouraged to add 
personal reflection, tangential thoughts, and associated insights. Participants were asked 
if they could identify what attributes are shared by the most successful trainers, and if that 
identification might be an important contribution towards the enhancement of personal 
training, wellness, and coaching fields. The specific questions are listed in Appendix A. 
A total of four Personal Training Experts [PTE] were consulted. Experts were 
recruited using email correspondence and in-person requests. Experts were colleagues 
past and present at a local branch of an international fitness center who have been 
employed in fitness for at least 10 years. Interviews lasted from thirty to 60 minutes. 
Expert number one is a trainer who also trains incoming trainers. He holds a master’s 
degree in physical therapy and is the global director of trainer education. Expert number 
two is the personal training manager of an elite team of trainers who are at the highest 
level of professional rank in their fitness company. He is the author of a book on 
competencies of success in personal training. Expert number three is an independent 
personal trainer, meaning she runs her own successful business as a trainer and is no 
longer employed by any fitness center or gym. She also starred in a reality television 
show dedicated to revealing the day-to-day logistics of her life as a trainer in NYC. 
Expert number four is a high-ranking personal trainer whose clients include the CEO of 
the fitness company. He also holds a life coaching certification from NYU.  
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The responses to this question concerning the qualities of successful personal 
trainers can be summarized as follows: technical expertise, customer service, sales skills, 
business analytics, punctuality, listening skills, emotional regulation, providing positive 
feedback, modeling a healthy lifestyle, and dealing with multiple personalities for hours 
at a time all day, referred broadly as a manner of handling relationships. The skill of 
handling relationships was mentioned in terms of creating trust, ensuring confidentiality, 
and negotiating behavior and outcome expectations for optimal results. Only those 
concepts with recurrent themes between all four experts are discussed below.  
Customer service. Customer service can be recognized when a trainer offers 
support, acknowledgement, and praise to a client or potential client in service of that 
client’s needs. This offering of support and praise can provide the opportunity for an 
interpersonal connection while also allowing the trainer to recognize and praise the effort 
required to exercise. This can create a level of comfort immediately so that a client can 
feel that the trainer is trustworthy and willing to help with constructive criticism. 
Customer service can also be recognized when a trainer displays uniform behavior in 
terms of their own conduct and expectations for client execution. 
Listening skills. Listening skills can be recognized when a trainer is talking less, 
and listening more. A trainer who listens well might not immediately correct a client, but 
take more time to observe the movement patterns and ask questions related to the 
performance.  
Behavior modeling. Behavior modeling can be recognized when the trainers take 
the time to be consistent in their own efforts at self-improvement. This can be evident in 
terms of actual physical exercise. This can also be expressed in other ways like pursuing 
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an outside certification, perhaps one not required by their job but that will enhance and 
add to their skill set. This will be evident when a trainer makes time for outside pursuits 
that directly add value to the client’s experience.  
Handling relationships. The skill of handling relationships was an especially 
important characteristic identified in the expert interviews. Successful trainers recounted 
numerous instances of adeptly and succinctly handling an unexpected psychological state 
of the client, specifically one that might have an unduly negative impact on the training 
session. This skill is useful in diverting a client’s attention from their negative emotional 
state and re-directing it towards a potentially positive state. In this way the client can 
appropriately focus on fitness and skills required for successful execution. Trainers adept 
at this skill can maintain smooth relationships with clients over a mutually agreed on time 
frame, or refer those clients to other experts. Trainers who create a climate of trust and 
support allow their client to reveal things like behavior lapses and compulsions towards 
maladaptive coping skills, in the hopes of resolving these issues in the pursuit of their 
fitness goals.  
The interview results created a body of data to assist with identifying the themes 
that would ultimately compose the items of the scale. Fitness professionals require a 
specific emotional countenance that fosters successful relationships between professional 
and client. This relationship can create the conditions for success in pursuit of fitness and 
lifestyle oriented goals. Table 2.1 shows the overlap between concepts related to EI, EL, 
and personal training. 




Overlap of Constructs Found in EI, EL and Operationalized in PT 
Emotional Intelligence [EI] Emotional Labor [EL] Personal Training [PT] 
Determinants of EI are… Professional expectations 
in service professions 
The most successful 
trainers exhibit 
characteristics of EI and 
EL… 
Self-Awareness 
Awareness of thoughts and 
moods as they occur. (Salovey 
& Mayer, 1990) 
Employees with attitude of 
openness and desire for 
feedback (Callaghan & 
Thompson, 2002).  
The most successful 
trainers know themselves 
and are aware of their 
emotional triggers. (PTE 
experts I, II and III).  
Emotional Regulation 
Regulation of thoughts, 
feelings and moods towards 
the benefit of current situation. 
(Johnson & Spector, 2007; 
Salovey & Mayer, 1990) 
Management of attitudes 
and feelings towards a 
customer/employee 
interaction (Callaghan & 
Thompson, 2002; Johnson 
& Spector, 2007; Rafaeli & 
Sutton, 1987) 
The most successful 
trainers are able to 
moderate their emotional 
response in the way most 
appropriate for the given 
client, demand and 
professional goal. (PTE 
experts I, II and III; 
(Melton et al., 2008).  
Motivation 
Using emotions towards the 
pursuit of goals and 
maintaining pursuit in the face 
of obstacles. (Cote, 2014; 
Salovey & Mayer, 1990)  
Employee compensation 
and success directly related 
to customer 
satisfaction.(Hur et al., 
2015)  
Customer satisfaction 
directly related to customer 
service interaction. (Hur et 
al., 2015) 
The most successful 
trainers can use their 
clients’ emotional 
connection to their goals as 
a way of fostering 
continued motivation, 
despite the challenges of 
physical exercise and diet 
modification. (Melton et al., 
2008) (PTE I, II and III).  
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Table 2.1 (cont.) 
 
Overlap of Constructs Found in EI, EL and Operationalized in PT 
Emotional Intelligence [EI] Emotional Labor [EL] Personal Training [PT] 
Determinants of EI are… Professional expectations 
in service professions 
The most successful trainers 
exhibit characteristics of EI 
and EL… 
Empathy 
Feeling and recognizing the 
needs and wants of other 
people, acting from that 
knowledge. (Callaghan & 
Thompson, 2002; Goleman, 
1995; Melton et al., 2008; 
Salovey & Mayer, 1990) 
Perceive the needs of 
customers or those who 
report to them/accurately 
fulfill a leadership position. 
(Brotheridge, Humphrey, 
Pollack, & Hawver, 2008; 
Melton et al., 2008) 
The most successful trainers 
will be able to relate to a 
variety of feelings, thereby 
creating an atmosphere of 
trust and credibility 
between themselves and 
their clients. (Melton et al., 
2008); PTE I, II and III).  
Handling Relationships 
Ability to negotiate and 
smooth out otherwise 
complicated emotional 
responses and potentially 
resistant behavior. Skilled at 
creating harmonious 
interaction amidst potential 
for emotionally charged 
reaction. (Goleman, 1995; 
Walter et al., 2011) 
Customer behavior 
influenced by emotional 
interaction between 
employee and customer: 
trust, professional levels of 
intimacy and attending to 
concerns, addressing 
customer needs. (Bar-On, 
2010a; Brotheridge et al., 
2008; Hur et al., 2015) 
The most successful trainers 
can negotiate terms with 
their clients to work with 
them regardless of 
emotional state, physical 
readiness and/or 
motivational acumen. A 
skilled trainer will take a 
tired, de-conditioned and 
disappointed client and 
work to ensure that they 
maximize their session and 
retain their commitment 
towards their fitness goals. 
(PTE I, II and III).  
 
Instrument Design 
This information from the body of consulted experts is what provided additional 
supporting material used to create the Observable Indicators [OI] and items for each sub 
domain of the scale. The characteristics and practices mentioned above were triangulated 
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with the published material on EI and Personal Training. A draft of this instrument was 
created with five domains of EI represented as Self-Awareness [SA], Emotional 
Regulation [ER], Motivation [MO], Empathy [EM] and Handling Relationships [HR]. 
The response options were presented in one of two ways. Affective items contained a 
five-point Likert style scale of 1-5 as follows Strongly disagree (1) to Strongly agree (5). 
Behavioral items contained a 5-point frequency rating of Never/almost never (1) to 
Always/almost always (5). There were 50 items in total. Affective and behavioral 
indicators were triangulated using the literature alongside the interviews with experts. 
This triangulation and designation of items in their respective domains can be found in 
Appendices B and C. Items were then adapted to suit the subjects under study.  
Pilot Test of Instrument  
The survey was constructed and administered via Survey Monkey, an online 
service allowing survey creation, distribution, and data collection. Items were 
randomized for respondents. Subjects were recruited from two local fitness centers, via 
management email and social media announcement. The pilot test of this instrument was 
approved as an exempt study by the Teachers College Institutional Review Board [IRB]. 
All subjects were told that participation was voluntary and anonymous. In total, data were 
collected from 21 respondents. Demographic information was captured in a demographic 
instrument containing questions concerning: sex (Male/Female), length of time as a 
personal trainer (range of years), full time income (Yes or No) and age (range of years). 
All items required a response. Appendix D lists the actual items in associated domains, 
along with results of expert feedback.  
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Results of pilot test. Internal consistency was analyzed using SPSS software. 
Items were eliminated from all domains to raise Cronbach’s alpha to at least .7 or higher. 
Reliability estimates for SA resulted in the elimination of items 4, 5, 9, 13 and 14, raising 
the Alpha from .402 to .702. Reliability estimates for the entire domain of ER suggested a 
revision of all items. Reliability estimates for MO resulted in the elimination of eight 
items: 19, 21, 26, 31 and 35 bringing the Alpha from 0.593 to 0.7. Reliability estimates 
from EM resulted in the elimination of one item, 42, bringing the Alpha from 0.646 to 
0.727. Reliability for HR resulted in the elimination of five items: 44, 45, 46, 47 and 48, 
bringing the Alpha from 0.293 to 0.607. Further reduction of HR items would have 
eliminated too many items for a statistically sound instrument.  
Critiques of the items by experts. The pilot version of this instrument was 
simultaneously open for data collection while the researcher gathered feedback regarding 
the content of the items. The final two interviews were used as a means of assessing 
whether the EI instrument contained significant errors in language, psychometrics or 
context. PT expert #1 was then consulted again after instrument creation, for his opinion 
about the wording of items and item accessibility for trainer comprehension. He felt the 
survey was too long and would not keep trainer’s attention. In total this expert 
recommended the alteration or elimination of thirteen different items.  
He also expressed that the instrument failed to tap into some relevant experiences 
of personal training that require skills of EI. He described these as active listening and the 
ability to relate to a seemingly infinite range of other people’s experiences. These life 
experiences can include but are not limited to marital status, current and former athletic 
ability, self-concept, and degree of self-actualization. Trainers and clients can be in vastly 
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different stages of life; however, a skilled trainer will work to relate to the circumstances 
of his client, rather than let the difference become alienating and hamper the relationship.  
He continued to say that the instrument did not capture the degree of trust and 
confidentiality required of the trainer. Confidentiality in this context refers to 
trainer/client confidentially establishing trust by way of a good faith agreement that 
information shared between trainer and client will be kept personal and private. This 
information is meant to be used only towards the benefit of the client in relation to their 
fitness goals. Confidentiality therefore establishes the expectation of honest 
communication about the reality of body composition changes and allows the trainer to 
be candid about the behavior required for progress. These reflections were used to edit 
the current items and add additional items. An EI expert was consulted about the overlap 
between the adapted OI and items from personal training and traditional EI scales. The 
feedback offered from the EI expert can be found in Appendix E. This feedback is related 
to the wording of the items. Items were double barreled, redundant in phrasing, unclear in 
subject/object, and lacking reference to a specific time and place.  
Method for Current Study 
Participants  
The study protocol was submitted to and approved by the Teachers College 
Institutional Review Board. Qualified participants were specified as adults currently 
working as certified personal trainers. The instrument was housed in two separate survey 
platforms, Survey Monkey and Qualtrics. This ensured a capture of sufficient sample 
size, as the response rate from Survey Monkey turned out to be too slow for the purposes 
of this project. Recruitment invitations were sent to potential subjects with links to each 
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platform. Email and social media announcement was sent to approximately 500 subjects 
with a direct link to Survey Monkey. Email invitations were sent to 1008 additional 
subjects via a direct link to Qualtrics.  
Procedure  
Data were collected over the span of three months. Eligible subjects for the EIPT 
are certified, working personal trainers over the age of 18. Proficiency in English at a 10
th
 
grade level is also required. Trainers were recruited in two waves. The first wave was a 
snowball sample consisting of a mixture of local trainers working at a commercial gym 
with multiple locations, as well as students of exercise science programs. These trainers 
responded to either a social media announcement from the researcher, an email invitation 
from the researcher, or a posting on a departmental website within an exercise science 
academic department. The second wave included subjects recruited from Qualtrics, a 
commercial survey company. Results were collected and transferred to an Excel 
document for coding. Once items and subjects were coded, data were entered into SPSS 
version 24 for analysis. Demographic variables were analyzed to assess the composition 
of the sample. Items were subjected to factor analysis using principal component analysis 
with varimax rotation. The instrument was revised based on the results of the factor 
analysis.  
Instrument 
The EIPT was originally administered with a total of 56 items representing 5 
domains (Appendix F). Bartlett’s Test of Sphericity was performed. The Kaiser-Meyer 
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Olkin [KMO] Statistic was calculated to assess whether there was sufficient correlation 
among items to justify a factor analysis.  
Results 
Data were collected via two online survey platforms, Survey Monkey and 
Qualtrics. Email invitations with a link to the Survey Monkey site were sent to 
approximately 500 trainers. Of those 500 invitations, data were returned from 22% of 
those invited (111). Approximately 51% of those 111 subjects from Survey Monkey did 
not complete the survey. Subjects were required to answer all questions. Approximately 
34% did not reply when asked about their education, location of session, income levels, 
and source of clientele. The remaining 17% did not reply to the items on the EIPT or the 
SAAPT. This resulted in 54 completed surveys from eligible subjects. This was not 
enough subjects. Recruitment continued using Qualtrics, an analytics service with access 
to a large data base of qualified personal trainers. Of the 1008 qualified subjects recruited 
by Qualtrics, 16.8%, or 171 subjects, returned complete surveys. Only completed surveys 
were made available by Qualtrics. Clean data from each platform was merged into one 
comprehensive data set, resulting in a total of 225 unique cases, each with complete data.  
Demographic Description of the Sample  
Sex, education, and experience. Demographic results can be found in Table 2.2. 
The sample was composed of 103 males (45.8%) and 122 females (54.2%). The 
respondents (105) had completed a 4-year college degree with no higher degrees, (46.7%) 
while those with a doctoral degree represented 4.9% of the sample. Most subjects 
responded that they had between 1 and 3 years of experience working as a personal 
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trainer (32.9%). Seventy-two percent (n = 161) of subjects had exercise science degrees, 
while 28% (n = 64) had various other degrees. 
Table 2.2 
 
Demographics of Sample Characteristics 
  Frequency % 
Sex   
 Male 103 45.8 
 Female 122 54.2 
Education   
 High School Diploma 8 3.6 
 Some college 25 11.1 
 Associates Degree 40 17.8 
 4 year college Degree 105 46.7 
 Masters Degree 36 16.0 
 Doctoral Degree 11 4.9 
Years of experience   
 Less than one year 32 14.2 
 Between 1-3 years 74 32.9 
 Between 3-5 years 54 24.0 
 Between 5-7 years 21 9.3 
 Between 7-10 years 15 6.7 
 Between 10-15 years 15 6.7 
 Over 15 years 14 6.2 
Income   
 Less than $20K 38 16.9 
 $20-39K 67 29.8 
 $40-59K 42 18.7 
 $60-74K 34 15.1 
 $75-100K 26 11.6 
 $100-120K 12 5.3 
 Over $120K 6 2.7 
Certifications   
 NSCA 82 36.4 
 ACSM 60 26.7 
 NASM 67 29.8 
 ACE 69 30.7 
 Other  30 13.3 
Age   
 Mean age  33 9.1 (Stnd Dev) 
Geographic location   
 New York City  52 23.1 
 Miami, LA and Seattle 16 7.1 
 Small and Midsize US 
cities  
157 69.8 
Total n = 225  
Bold entries represent highest percentage of the sample.  
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Age, income and certifications. The mean age of the sample was 33. Most 
respondents reported their annual income from personal training to be between $20-39K 
(29.8%). A smaller percentage of the sample reported earnings between $100-120K 
(5.3%) or over $120K (2.7%). Frequency analysis showed certification types were evenly 
distributed between National Strength and Conditioning Association [NSCA] (36.4%), 
American Council of Sports Medicine [ACSM] (26.7%), National Academy of Sports 
Medicine [NASM] (29.8%) and the American Council on Exercise [ACE] (30.7%). 
13.3% reported “Other”, meaning a certification not listed in the response choices. Most 
trainers (74%) had one certification, while another 19% had 2. The remaining 7.5% had 
more than 2 certifications. 
Productivity in number of client sessions per week. During an average week, 
39.1% of subjects performed 6-15 sessions, while 32% performed between 16-25 
sessions. A small percent (7.1%) performed 26-35 sessions with only 4% performing 
over 35 sessions. Subjects were also asked about their productivity for the last seven 
days. The same percentage, 7.1%, reported performing 26-35, while another 5.8% 
reported performing over 35 sessions during the last seven days. During a busy week, the 
majority (34.2%) of subjects performed between 16-25 sessions. This information can be 
found in Table 2.3.  
Table 2.3 
 
Weekly Productivity by Number of Sessions 
 Average Week Slow Week Busy Week Last Seven 
Days 
No. of Sessions N % N % N % N % 
0 1 .4 8 3.6 1 .4 8 3.6 
Between 1-5 39 17.3 97 43.1 21 9.3 49 21.8 
Between 6-15 88 39.1 73 32.4 51 22.7 76 33.8 
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Table 2.3 (cont.) 
 
Weekly Productivity by Number of Sessions 
 Average Week Slow Week Busy Week Last Seven 
Days 
No. of Sessions N % N % N % N % 
Between 16-25 72 32.0 33 14.7 77 34.2 56 24.9 
Between 26-35 16 7.1 11 4.9 48 21.3 23 10.2 
Over 35 9 4.0 3 1.3 27 12.0 13 5.8 
N = 225. 
Bold entries represent the highest percentage of the sample.  
Geographic location. Almost one quarter of the sample represented New York 
City (23%) while another 7% represented other large cities like Miami, Los Angeles and 
Seattle. The remainder of the sample represented smaller cities and towns throughout 
regions of the United States. T-tests were run on two independent sample groups: Big 
City (n = 68) and Non-Big City (n = 157) trainers with respect to the location of their 
training sessions. Results indicate that these groups differ in their usage of outside 
recreational space and virtual sessions. Big City trainers used outside recreational space 
for an average of 7% of their sessions (SD = 11.6), while Non Big City trainers used 
outside recreational space for an average of 11% of their sessions (SD = 17.9) (t = -2.01, 
p < .05). Big City trainers used virtual sessions for an average of 4.4% of their sessions 
(SD = 9.1) while Non Big City trainers used virtual sessions for an average of 7.9% of 
their sessions (SD = 14.3) (t = -2.17, p < .05). 
A t-test was performed to see if there were any differences between Big City and 
Non Big City trainers in regards to the source of their clientele. Among all the various 
potential methods of acquiring clients, no statistically significant difference was found 
between the type of city and source of clients. A t-test was performed to see if there was 
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any difference between type of city and income levels. There was a statistically 
significant difference, with Big City trainers earning more (M = 3.57, SD = 1.61) than 
their Non big City counterparts (M = 2.77, SD = 1.51) (t = -3.59, p < .0001). 
Survey Monkey compared to Qualtrics. Subjects were compared on level of 
education, age, sex, years of employment and income based on whether they responded 
to the Survey Monkey recruitment invitation or whether they were enlisted from 
Qualtrics. The Qualtrics sample was more likely to have lower levels of education than 
the Survey Monkey sample, with 39.2% of Qualtrics subjects compared to 11.1% of 
Survey Monkey subjects having less than a bachelor’s degree.  
T-tests were performed to analyze any differences between age, sex, years of 
employment and income distribution. There was no statistically significant difference for 
the age or sex distribution of the Survey Monkey group versus the Qualtrics group. There 
was a statistically significant difference between the groups on distribution of income (p 
= .047) and years of employment (p < .001). Survey Monkey subjects earned more (M = 
3.2, SD = 1.8) than their Qualtrics counterparts (M = 2.9, SD = 1.5). Survey Monkey 
subjects had been employed an average of almost 2 years longer than the Qualtrics 
sample (M = 4.7, SD = 2.14) (M = 3.9, SD = 1.5).  
Factor Analysis 
The Barlett’s test showed significance (p<.0001), while the KMO statistic value 
was 0.94 (p<.0001). These indications justify using an exploratory factor analysis [EFA]. 
Analysis of the scree plot shows a clear break after the second factor; however, there is a 
more gradual break between components 3 and 4. Initial EFA with a Varimax rotation of 
56 items extracted five factors with eigenvalues greater than one accounting for 51.89% 
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of the variance. This EFA also showed that reverse coded items, which were designed to 
represent several different domains loaded negatively and together on their own factor 
and as such were removed from further iterative analysis. Additional EFA’s were 
performed, extracting 4, 3 and 2 factors. Items that did not load above the .5 level were 
removed from the analysis. Another round of EFA was performed with the remaining 38 
items. After removing items that did not load above .5, along with items that cross loaded 
at the .5 level, an extraction of 3 factors revealed interpretable factors that accounted for 
54.7% of the variance.  
It was decided that the 3-factor solution contained the most interpretable factors. 
Factor one was called “General EI for Personal Trainers.” Factor 2 was called “Self-
Awareness of Personal Trainers.” Factor 3 was called “Reading non-verbal cues and 
conveying emotions to clients.” The final iteration of the EIPT contained 32 items across 
three domains. Within the instrument, there is representation of the original 5 sub 
domains: self-awareness, emotional regulation, motivation, empathy and handling 
relationships. The EIPT is similar to an instrument created by Schutte et al. (Schutte et 
al., 1998) with 33 items. In both instruments, items that loaded on the first factor 
represent the conceptual model of EI defined by Salovey and Mayer (1990).  
Revised Instrument 
Factor analysis 
After factor analysis, 3 interpretable factors emerged, containing 32 items 
representing 54.7 % of the variance. Factor one contained a total of 17 items addressing 
concepts of general emotional intelligence as it relates to practices performed by personal 
trainers. Factor one explains 44.52% of the variance. Factor two contained a total of 9 
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items related to self-awareness of trainers while they are in session with clients. Factor 2 
explains 5.77% of the variance. Factor three contained a total of 6 items mostly related to 
sharing emotions as a trainer and interpreting non-verbal cues of clients while in session. 
Factor 3 explains 4.42% of the variance. Table 2.4 contains items and loadings on each 
factor. One exceptional item was “I have a sense of control over my emotions” which 
loaded above .5 for both factor 1 and factor 2. This item most likely cross loaded onto 
factor 1 and 2 because it represents underlying constructs contained within both factors 
“General EI for personal trainers” and “Self-awareness for personal trainers.” This item 
was kept in the scale despite its cross-loading status and was included as an item in 
Factor 1 only. The revised EIPT can be found in Appendix G. 
Table 2.4 
 
Factor Loading per Item 
Item  Factor   
 One Two Three 
I adjust the level of physical intensity so that it’s 
challenging yet manageable for my clients. 
0.684 0.322 0.242 
I can easily maintain my enthusiasm and persistence 
even when my client experiences setbacks. 
0.681 0.267 0.095 
When I make an appointment with a client, I do my 
very best to keep it. 
0.680 0.295 -0.014 
I feel in control of my own emotions while I am 
training a client regardless of what the client may be 
doing. 
0.676 0.407 0.045 
If I think my client needs extra support, I try to provide 
it. 
0.666 0.091 0.421 
When I train clients, I keep my emotions positive and 
aligned with their task; I remain engaged. 
0.658 0.318 0.110 
I learn my client’s communication preference – text, 
email, verbal, phone – and use it consistently. 
0.654 0.294 0.297 
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Table 2.4 (cont.) 
 
Factor Loading per Item 
Item  Factor   
 One Two Three 
I make sure to offer praise, encouragement and 
rewarding affirmation to my client during the session. 
0.649 0.405 0.163 
I clearly express feelings of optimism and confidence in 
my client’s progress during and after our session. 
0.643 0.202 0.312 
I actively encourage my clients to practice the physical 
skills they will need to be successful during their 
sessions. 
0.642 0.260 0.316 
I have control over my emotions when I am training a 
client. 
0.630 0.381 0.307 
I know how to negotiate with my clients, so they can 
continue to progress towards their goals. 
0.600 0.311 0.219 
I feel a sense of control over my emotions. 0.587 0.518 0.022 
I can sense my clients’ mood and emotional state by 
their body language during the session. 
0.565 0.475 0.067 
I prepare for my sessions in advance. 0.549 0.059 0.387 
It is important for trainers to have healthy emotional 
boundaries with clients. 
0.546 0.180 0.207 
I feel it is an important part of my job as a trainer to be 
aware of my emotional health. 
0.501 0.411 0.311 
I feel connected to my own emotions when I am 
training clients. 
0.176 0.761 0.078 
I can recognize and name the non-verbal messages I am 
sending to a client when I am listening to them. 
0.187 0.630 0.362 
I can easily recognize feelings like impatience when I 
am training clients. 
0.452 0.611 0.090 
When experiencing a positive emotion, I know how to 
make it last. 
0.368 0.608 0.250 
I can easily tell what effect my emotions have on my 
work with my clients. 
0.255 0.590 0.365 
As soon as I meet a client, I am assessing their body 
language and facial expression. 
0.351 0.562 0.265 
I can personally withstand stress in service of my 
client’s goals. 
0.348 0.552 0.270 
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Table 2.4 (cont.) 
 
Factor Loading per Item 
Item  Factor   
 One Two Three 
I can recognize what I am feeling before I work one-on-
one with someone. 
0.371 0.521 0.323 
I am able to handle feeling frustrated with a client. 0.351 0.518 0.327 
I am able to use emotions to help my clients achieve 
their goals. 
0.197 0.232 0.652 
I can detect and develop insights about client’s 
motivations by reading non-verbal cues. 
0.394 0.153 0.638 
I like to share my emotions with others. -0.175 0.214 0.628 
I agree that beneath some client’s anger there is often a 
deep feeling of pain. 
0.331 0.005 0.621 
When my mood changes, I see new possibilities. 0.121 0.311 0.581 
It is easy for me to interpret body language. 0.411 0.268 0.573 
Extraction Method: Principal Component Analysis.  
Rotation Method: Varimax with Kaiser Normalization.a 
a. Rotation converged in 10 iterations. 
Bold entries represent loadings >.5.  
Reliability analysis and scale scores. Internal consistency reliability analysis 
was conducted on all 32 items and sub-scales using Cronbach’s alpha statistic. The alpha 
(α) for all items was α = .957. For the 17 items on factor one, α = .944. For the 9 items on 
Factor two, α = .891 and for the 6 items on Factor 3 α = .776. Cronbach’s alpha statistics 
for all items can be found in Table 2.5. Separate scale alpha statistics can be found in 
Appendix H. Scale scores were computed by adding raw scores of responses for items 
that loaded above .5 for each scale. Means and standard deviations were also computed 
(Table 2.5).  




Descriptive Statistics: Sum of EI All Factors and Sub Scales Cronbach’s Alpha Statistic 
  Mean Std. Deviation Cronbach’s Alpha 
Total EI Score  132.23 19.03 0.95 
General EI for PT 72.11 11.27 0.94 
Self-Awareness PT 36.56 5.87 0.89 
Non-Verbal Cues  23.56 3.77 0.77 
Discussion 
Consistent exercise can be an effective intervention for those wishing to enhance 
their health and fitness. Well-trained fitness professionals can help their clients achieve 
their fitness and wellness goals. Fitness goals for clients often revolve around stemming 
obesity and weight management, but they also include learning proper exercise technique 
and form. Clients may want to improve their balance, coordination and overall function 
in their daily habits or during some specialized aspect of their lifestyle.  
Currently, there is no systematic way to study or evaluate what contributes to 
success in the field of personal training. Although there are certification bodies for fitness 
professionals, credentialing is administered with a wide range of rigor from weekend 
seminars with no prerequisite background to those whose require a 4-year college degree 
in a related field. The NSCA Certified Strength and Conditioning (CSCS) exam (National 
Strength and Conditioning Association, 2018) is divided into 2 sections: exercise science 
questions comprise 74% of the exam, while nutrition questions comprise 26% of the 
exam (https://www.nsca.com/cscs-exam-description/#sf). Exercise science is broken 
down into anatomy and physiology, biomechanics, bioenergetics and metabolism, 
neuroendocrine physiology, psychological adaptations, anatomical, physiological and 
biomechanical differences of athletes and psychological techniques (National Strength 
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and Conditioning Association, 2018). The nutrition questions are about nutritional factors 
affecting health and performance, food choices and training methods to maximize 
performance, signs and symptoms of eating disorders and the effect, risks and alternatives 
to common performance-enhancing substances (National Strength and Conditioning 
Association, 2018). The American College of Sports Medicine (ACSM) offerings for 
their personal trainer certification does include exposure to concepts other than exercise 
science and nutrition, like theories of behavior change and strategies to apply models of 
behavior change for client success (American College of Sports Medicine) . There is no 
specific mention of EI by name, although there is a content section about effective 
communication (American College of Sports Medicine). Domain five of the National 
Academy of Sports Medicine (NASM) is based on communication techniques including 
body language, verbal communication, non-verbal communication considerations and 
active listening (American College of Sports Medicine). The American Council on 
Exercise (ACE) has additional education materials about successful client interactions 
posted as webinars for certification candidates (American Council on Exercise, 2017).  
The EIPT is the first instrument of its kind to assess EI in working, certified 
personal trainers, although components of EI are introduced in some of the most popular 
personal training certification curriculums. Constructing the EIPT was an iterative 
process. Because there are no other such instruments, the preliminary version of the 
instrument was based on generic EI instruments. It was originally thought that 5 domains 
were required to capture an accurate assessment of emotional intelligence in personal 
trainers. Items were drafted based on a concept grounded in theories of emotional 
intelligence and emotional labor. Items were meant to represent the overlap between EI 
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and EL in regard to characteristics of successful personal trainers, based on literature 
review and subject matter expert interviews. Factor analysis showed that although the 
items were originally drafted in distinct domains, they did not load separately. Instead, 
the 5 domains appeared to share an underlying construct, revealing that the EIPT might 
be most psychometrically valid with 3 stable factors and 32 items. In total, 24 items were 
removed from the instrument. Reverse coded items did not appear to be valid indicators 
of the concept they were designed to represent. All negatively loading on their own 
factor. Other excluded items did not appear to present in a pattern. Excluded items 
included items from original domains such as empathy (“I understand what it feels like to 
be struggling with fitness”) and motivation (“I believe discipline is required to see 
progress”).  
Limitations 
It is challenging to compare the EIPT to other psychometrically sound 
instruments because full instruments are often not available without purchasing them, 
such as the popular Mayer-Salovey-Caruso Emotional Intelligence Test [MSCEIT] (Cote, 
2014). The EIPT was not administered alongside another validated instrument, like the 
Affective Communications Test, assessing non-verbal expressiveness (Schutte et al., 
1998). The EIPT was administered to a fairly diverse sample in terms of sex, income and 
education level (https://www.bls.gov/ooh/personal-care-and-service/fitness-trainers-and-
instructors.htm#tab-4) and while the sample was large enough for factor analysis, perhaps 
different item content could have explained more of the variance in the response. Only 
54% of the variance in the results was explained by the three factors of the EIPT.  
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Self-report measures such as the EIPT are known to induce socially desirable 
responses, as either a form of self-deception from the subject or as part of an effort to 
conform to socially acceptable values (van de Mortel, 2008). Additionally, there is no 
systematic objective tracking system to see whether clients working with personal 
trainers have achieved their wellness goals. Research implies that working with a trainer 
garners better results than without, however this finding is based on one study with a 
small and non-representative sample (Storer et al., 2014). Future research would include 
data from clients describing their experience with their personal trainer and the 
characteristics that contributed to that experience. The scope of this project did not allow 
for this kind of research, despite its value to the research question “What are the 
characteristics of a successful personal trainer?” An additional limitation includes the fact 
that all the experts interviewed were connected in the past or present to the same fitness 
organization. This may have provided a narrower view than was intended.  
Implications 
Any industry that relies upon repeat business has tools and metrics to maintain 
and increase that business. Gyms may use the EIPT for training or advisement purposes 
to assist trainers with handling some of the reported stresses of the profession: dealing 
with various needs of their clientele while being self-aware of how they conduct their 
sessions. Trainers might use the scores of each sub domain as a starting point towards 
improving that quality. Trainers may want to self-assess their levels of emotional 
intelligence as a means of fostering a deeper connection with their clients. Managers may 
want to assess their training staff in realms outside of the current offerings of personal 
training certification curriculum. Is EI trainable? Can trainers whose score is low in EI 
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learn how to improve upon this skill set? This is a question for future research. EI 
interventions have been shown to be effective in pre-post studies where groups have been 
introduced to EI training materials and EI seminars (Schutte et al., 2013). Results indicate 
higher levels of performance on EI tests after training as compared to control groups, as 
well as higher levels of work morale and a decrease in work-related distress (Schutte et 
al., 2013).  
 
  39 
 
References 
American College of Sports Medicine. ACSM Personal Trainer Exam Content Outline. 
1-18. http://certification.acsm.org/files/file/acsm-certified-personal-trainer-exam-
content-outline.pdf 
American Council on Exercise. (2017). ACE Fitness Personal Trainer Study Programs 
https://www.acefitness.org/fitness-certifications/personal-trainer-
certification/bundles.aspx 
Bandura, A. (2001). Social Cognitive Theory: An agentic perspective. Annual Review 
Psychology, 52, 1-26.  
Bar-On, R. (2010a). Emotional intelligence: An integral part of positive psychlogy. South 
African Journal of Psychology, 40, 54-62.  
Brotheridge, C. M., Humphrey, R. H., Pollack, J. M., & Hawver, T. (2008). Leading with 
emotional labor. Journal of Managerial Psychology, 23, 151-168. 
doi:10.1108/02683940810850790 
Callaghan, G., & Thompson, P. (2002). We recruit attitude: The selection and shaping of 
routine call center labor. Journal of Management Studies, 39, 233-255.  
Cote, S. (2014). Emotional intelligence in organizations. Annual Review of Organized 
Psychology and Organizational Behavior, 1, 59-88.  
Cress, M. E., Buchner, M., Prohaska, T., Rimmer, J., Brown, M., Macera, C., . . . 
Chodzko-Zajko, W. (2006). Best practices for physical activity programs and 
behavior counseling in older adult populations. European Review of Aging and 
Physical Activity, 3, 34-42.  
George, M. (2008). Interactions in expert service work: Demonstrating professionalism in 
personal training. Journal of Contemporary Ethnography, 37, 108-131.  
Goleman, D. (1995). Emotional Intelligence: why it can matter more than IQ. New York: 
Bantam Books. 
Hur, W.-M., Moon, T.-W., & Jung, Y. S. (2015). Customer response to employee 
emotional labor: The structural relationship between emotional labor, job 
satisfaction, and customer satisfaction. Journal of Services Marketing, 29, 71-80. 
doi:10.1108/jsm-07-2013-0161 
Johnson, H. A., & Spector, P. E. (2007). Service with a smile: Do emotional intelligence, 
gender, and autonomy moderate the emotional labor process? Journal of 
Occupational Health Psychology, 12(4), 319-333. doi:10.1037/1076-
8998.12.4.319 
  40 
 
Kruml, S. M., & Geddes, D. (2000). Exploring the dimensions of emotional labor: The 
heart of Hochschilds work. Management Communication Quarterly, 14, 8-48.  
Maguire, J. S. (2001). Fit and flexible: The fitness industry, personal trainers and 
emotional service labor. Sociology of Sport Journal, 18, 379-402.  
McClaran, S. R. (2003). The effectiveness of personal training on changing attitudes 
towards physical activity. Journal of Sports Science and Medicine, 2, 10-14.  
Melton, D. I., Dail, T. K., Katula, J. A., & Mustian, K. M. (2010). The current state of 
personal training: Managers perspective. Journal of Strength and Conditioning 
Research, 24, 3173-3179.  
Melton, D. I., Dail, T. K., Katula, J. A., & Mustian, K. M. (2011). Women’s perspective 
of personal trainers: A qualitative study. Sport Journal, 14, 1-18.  
Melton, D. I., Katula, J. A., & Mustian, K. M. (2008). The current state of personal 
training: An industry perspective of personal trainers in a small southeast 
community. Journal of Strength and Conditioning Research, 22, 883-889.  
National Strength and Conditioning Association. (2018). Certified Strength and 
Conditioning Specialist Exam Description Retrieved from 
https://www.nsca.com/cscs-exam-description/#sf 
O’Boyle, E. H., Humphrey, R. H., Pollack, J. M., Hawver, T. H., & Story, P. A. (2011). 
The relation between emotional intelligence and job performance: A meta-
analysis. Journal of Organizational Behavior, 32, 788-818.  
Ogden, C. L., Carroll, M. D., Fryar, C. D., & Flegal, K. M. (2015). Prevalence of obesity 
among adults and youth: United States, 2011-2014. Hyattsville, MD: NCHS data 
brief. 
Parker, J. D. A., Keefer, K. V., & Wood, L. M. (2011). Toward a brief multidimensional 
assessment of emotional intelligence: Psychometric properties of the emotional 
quotient inventory-short form. Psychological Assessment, 23, 762-777.  
Rafaeli, A., & Sutton, R. I. (1987). Expression of emotion as part of the work role. The 
Academy of Management Review, 12, 23-37.  
Salovey, P., & Mayer, J. D. (1990). Emotional intelligence. Imagination, Cognition and 
Personality, 9, 185-211.  
Schutte, N. S., Malouff, J. M., Hall, L. E., Haggerty, D. J., Cooper, J. T., Golden, C. J., & 
Dornheim, L. (1998). Development and validation of a measure of emotional 
intelligence. Personality and Individual Differences, 25, 167-177.  
  41 
 
Schutte, N. S., Malouff, J. M., & Thorsteinsson, E. B. (2013). Increasing emotional 
intelligence through training: Current status and future directions The 
International Journal of Emotional Education, 5, 56-72.  
Storer, T. W., Dolezal, B. A., Berenc, M. N., Timmins, J. E., & Cooper, C. B. (2014). 
Effect of supervised, periodized exercise training vs. self-directed training on lean 
body mass and other fitness variables in health club members. Journal of Strength 
and Conditioning Research, 28, 1995 -2006.  
Thelwell, R. C., Lane, A. M., Weston, N. J. V., & Greenlees, I. A. (2008). Examining 
relationships between emotional intelligence and coaching efficacy. International 
Journal of Sports and Exercise Psychology, 6, 224-235.  
Tumbat, G. (2011). Co-constructing the service experience: Exploring the role of 
customer emotion management. Marketing Theory, 11, 187-206.  
van de Mortel, T. F. (2008). Faking it: Social desirability response in self-report research. 
Australian Journal of Advanced Nursing, 25, 40-48.  
Walter, F., Cole, M. S., & Humphrey, R. H. (2011). Emotional intelligence: Sine qua non 
of leadership or folderol. Academy of Management Perspectives, 45-59.  
 
  42 
 
Chapter III  
SUCCESS AS A PERSONAL TRAINER [SAAPT]:  
INSTRUMENT DESIGN AND FINDINGS 
There are roughly 300,000 employed personal trainers and fitness instructors in 
the United States (Bureau of Labor Statistics, 2016-17). Fitness trainers, as they are 
called by the Bureau of Labor Statistics (2016-17) “lead, instruct and motivate 
individuals or groups in exercise activities, including cardiovascular exercises, strength 
training and stretching” (https://www.bls.gov/ooh /personal-care-and-service/fitness-
trainers-and-instructors.htm#tab-2). The reported 2016 median annual earnings for a 
personal trainer or fitness instructor was close to $40,000, with the lowest 10% earning 
less than $19,150 and the highest 10% of earnings reported to be over $72,000 (Bureau of 
Labor Statistics, 2016-17). Projected growth for fitness professionals is approximately 
8% from 2014-2024, about the average pace for all occupations (Bureau of Labor 
Statistics, 2016-17).  
Background 
As of 2014, an estimated 34%, or roughly one third of adults in the United States 
over the age of 20 were considered overweight, while 33% were considered obese and 
another 6% were considered extremely obese (Ogden et al., 2015). Overweight and 
obesity are known risk factors for a myriad of health issues, including but not limited to 
type 2 diabetes, heart disease, high blood pressure, fatty liver disease, osteoarthritis, 
stroke, and some types of cancer (Ogden et al., 2015). There is substantial evidence 
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suggesting that regular physical activity can introduce dramatic health benefits for several 
common health issues such as cardiovascular health, body composition, metabolism, 
bone health, psychological well-being, and muscular strength/functional capacity (Cress 
et al., 2006; McClaran, 2003).  
In 2011, over 52 million adults in the United States were members of health clubs, 
a 24% increase from the six years prior (Storer et al., 2014). Most gym or health club 
memberships are purchased or maintained in order to achieve overall health, fitness and 
well-being goals (Storer et al., 2014). As industries and businesses realize the impact of 
health and fitness for employees, organizations may install their own onsite exercise 
amenities as a way to promote and encourage employee health (Bureau of Labor 
Statistics, 2016-17). Onsite fitness facilities, incentivized gym memberships, and millions 
of paying members provide a pathway for a sustained demand of trained fitness 
professionals (Bureau of Labor Statistics, 2016-17).  
Although salary distributions, sustained demand, and growth projections are 
evident and can provide insight as to financial gains, questions remain about the career 
trajectory of a personal trainer. How might these professionals be considered successful 
in their field? Can a level of success in personal training be measured? Queries that arise 
tend to revolve around how success in this field is gauged and measured. Are trainers 
evaluated by how many total clients they accrue? What about the number of repeat clients 
they maintain, or referrals to new clients? Should a successful trainer educate clients so 
that clientele develop sound exercise habits of their own? Are trainers promoted and 
advanced in their career in the same way as traditional 9-5 employees? What is the path 
to success as a personal trainer? One of the purposes of this paper is to define success as 
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it is conceptualized in personal training and use that definition in creating a measurement 
tool evaluating success in personal training based on both objective and subjective 
elements.  
There is no currently validated instrument used to measure career success in the 
field of personal training. The purpose of this study is to develop the instrument, Success 
as a Personal Trainer [SAAPT], which is a questionnaire that is intended to measure 
success as a personal trainer along several dimensions. Although success itself is widely 
studied; granular areas of occupation like personal training have not been widely studied, 
nor have levels of success as a personal trainer. There is very little government reported 
data about personal trainers separate and distinct from those who teach group fitness 
classes; the SAAPT is designed to measure behaviors and attitudes of fitness 
professionals when they work one-on-one with paying clientele in a variety of settings.  
This paper begins with a review of the literature on career success. This review 
along with qualitative interviews with industry experts are then incorporated into the 
phases of designing an instrument. The implications of such an instrument are discussed, 
as well as opportunities for future research.  
Literature Review 
The literature search about success and measures of professional success yielded 
an abundance of material about how success is viewed, understood, and measured. There 
are essentially two mechanisms used to measure and evaluate success: an extrinsic factor, 
meaning an objective component, which can be observed and verified, and an intrinsic 
factor, meaning a subjective measure of workers’ degree of satisfaction in their career 
(Judge, Higgins, Thoresen, & Barrick, 1999).  
  45 
 
Success in one’s career has been defined as the real or perceived profession-
related accomplishments accrued by an individual during his or her work experiences 
(Judge et al., 1999). Career success has been defined as the positive psychological and 
work-related outcomes that one associates with his/her professional life (Ng, Eby, 
Sorenson, & Feldman, 2005; Seibert & Kraimer, 2001; Seibert, Kraimer, & Linden, 
2001). In seeking to analyze the nature of career success, scholars have differentiated 
between objective and subjective measures of success (Heslin, 2005; Ng et al., 2005; 
Seibert & Kraimer, 2001; Seibert et al., 2001). Career success, both objective and 
subjective, is distinct from job performance (Seibert & Kraimer, 2001). Job performance 
is used to describe the outcomes tied directly to one’s performance of a specific task or 
duty at hand (Seibert & Kraimer, 2001). The following section will examine the 
differences between objective and subjective career success as it is seen in the literature. 
Objective measures are those that are quantifiable and verifiable by a third party. 
Examples include financial raises, elevation in title or status and resulting enhanced 
responsibility, and rewards (Judge et al., 1999). Objective measures of success are 
uniformly presented in the literature as promotions, meaning an increase in pay in the 
form of hourly raises and/or quarterly bonuses, resulting in an increased annual salary 
(Seibert et al., 2001). This can also encompass increased responsibility and authority 
(Seibert et al., 2001). Seibert et al. (2001) found that objective measures are often self-
reported and therefore might be prone to error but are in fact verifiable and as such are 
often accurate reflections of income.  
Subjective measures of success are those factors that lead to career satisfaction, 
measured in terms of a personal evaluation of one’s own goals and expectations (Seibert 
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et al., 2001). A subjective measure of satisfaction is a measure of one’s reaction to his/her 
career (Judge et al., 1999). This subjective interpretation creates a loop, whereby those 
who are most satisfied may also consider themselves most successful (Judge et al., 1999; 
Ng et al., 2005). Subjective measures of satisfaction are only experienced by the person 
engaged in the work. Heslin refers to an unfolding culmination of positive career 
experiences that are then operationalized as satisfaction (2005). Objective realizations 
can lead to subjective success (Heslin, 2005).  
Subjective measures of success are much more nuanced and varied depending on 
the industry and the particular sort of satisfaction being examined (Heslin, 2005). Heslin 
(2005) suggests that we assume people conceptualize and measure the career success 
relative to individually determined aspirations. To that end, measuring subjective success 
will be determined by the industry and those aspirations of persons who are involved. 
Some suggestions by Heslin (2005) as commonly measured indications of subjective 
career success or satisfaction are degree of work-life balance, sense of meaning, purpose, 
transcendence, contribution, and challenge.  
Heslin (2005) presents the four most common assumptions seen while measuring 
career success: 1) objective outcomes are equivalent proxies for success, 2) success 
measures including satisfaction capture adequate pictures of careers, 3) objective 
measures are embraced equally while subjective measures are not, and 4) concepts of 
success are relative to self-referent gauges such as personal aspirations.  
Career success may also have multiple meanings, according to who is being asked 
to evaluate what sort of career (Dries, Peppermans, & Carlier, 2008). Objective and 
subjective measures are framed as part of a socially constructed dynamic concept, rather 
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than an objective reality or static truth (Dries et al., 2008). Gattiker and Larwood (Dries 
et al., 2008) composed a measurement of career success based on five distinct factors: job 
success, interpersonal success, financial success, hierarchical success, and life success. 
Heslin (2005) listed another set of five factors, somewhat less tangible: status, time for 
self, challenge, security, and social capital. 
There are many validated scales published that measure career success. In order to 
create unique observable indicators and adapt the items to personal training, a more in-
depth literature review was required. Success is defined, regardless of the industry, as the 
fulfillment of clearly defined objectives for the career with systems of accountability 
(Dolence, 1991). Measures of success should also reflect the purpose and vision of the 
unit, department, employer, or individual if self-employed (Paris, 2000). These guidelines 
helped shape the domains and sub-domains of the instrument, discussed further in the 
paper. Unique items relevant to personal trainers would reflect aspects of these broader 
domains.  
I searched for literature specifically about measuring career success in personal 
training using key terms “success in personal training” and “career success as a personal 
trainer.” This search yielded no applicable published articles in the PsycInfo database, the 
Columbia University Library database, the Medline database, or the PubMed database. I 
searched again for articles regarding professionals who work on commission, or those 
who are paid per hour based on a previously purchased service. Personal trainers are paid 
based not on the sessions their clients purchase but only if and when those sessions are 
performed.  
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Personal trainers are part of the labor force known in sociology as an “expert 
service worker” (George, 2008; Maguire, 2001). Expert service workers are a hybrid 
between a traditional employee working at a salaried position and an entrepreneur, in that 
they perform knowledge-based, skilled work as independent contractors earning hourly 
wages (George, 2013). George asserts that this type of work has been largely ignored 
within the literature about work and occupation (2013).  
I did find a relevant article within the discipline of sociology, by George (2013) 
describing the burgeoning profession of life coaching, described as a “cadre of self-
employed workers” (p. 179). Life coaching follows a similar pay structure to personal 
training in that compensation is determined by the sessions purchased and used by the 
client. Pre-determined levels of consistent productivity have implications for trainers. It is 
quite a common practice for large scale health clubs to tie trainer productivity not just 
directly to wages but also to other work-related features like financial bonuses. At many 
commercial gyms, sessions performed on a bi-weekly basis or quarterly average 
determine full time status, retention of health insurance, and vacation privileges.  
Personal training is referred to by the Bureau of Labor (2016-17; George, 2013) 
as a “lifestyle” occupation. Consumers consulting those in lifestyle occupations are 
seeking expert advice on how to manage various aspects of their lives, including 
“reshape” their bodies and improvement within their personal relationships (George, 
2013). The Bureau of Labor Statistics estimates that occupations such as life coaches and 
other professions pertaining to personal care are among the sector with the fastest 
projected employment growth between 2010 and 2020 (George, 2013). Personal training 
is most often a hybrid profession, combining some aspects of entrepreneurial work with 
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traditionally commission based business. Financial compensation structure within a 
commercial gym setting is fairly transparent, but what about those trainers who are 
considered self-employed? About one of every ten personal trainers was reported to be 
self-employed in 2014 (Bureau of Labor Statistics, 2016-17). Many trainers travel to 
various gyms or client homes, working nights, weekends, and/or holidays (Bureau of 
Labor Statistics, 2016-17).  
Instrument Design: Domain, Sub Domain and Item Generation 
Objective Success Domain  
For the Objective Success subdomain, I was able to find objective measures for 
trainers through inquiring at a local branch of an international fitness company. I asked a 
personal training manager about the pay-scale and expected timeline of advancement for 
trainers at a large scale international fitness company. Newly hired personal trainers are 
expected to advance in productivity, pay, and rank at a minimum of two intervals during 
a period of 18 months from date of hire. An objectively successful trainer at this company 
would have been promoted at least twice within 18 months. This must be accompanied 
by maintenance of a full client roster allowing for a minimum of 44 performed sessions 
per two weeks. Trainers can also average a minimum of 264 performed sessions per 
quarter. I was told that this was industry standard for full time employment as a trainer at 
a large scale commercial gym.  
Interviews. I searched for more insight about measuring success in personal 
training specifically by interviewing three experts in personal training. These trainers 
were highly successful in objective measures of income, promotions and status. Each 
expert was asked to define or describe how they personally view success in personal 
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training and how they think the industry measures success. Each interview was recorded 
and transcribed. Subjects were asked specifically “How do you define success in your 
career as a personal trainer? What is the measure of success that you personally use to 
evaluate the status of your career? How do you perceive the industry is defining success 
for personal trainers?” Subjects were then asked to answer honestly and add tangential 
thoughts as they occurred. 
All three experts were consulted by email to see if they would like to share their 
thoughts about success in personal training. They are considered experts by way of their 
rank in the field, earning top pay, and holding a top tier title among trainers. They were 
asked how they would define success as a personal trainer. 
Themes were identified and grouped in either the broader domains of Objective 
Success (OS) or Subjective Success (SS). Sub domains were identified by way of 
observable indicators. These observable indicators assisted in operationalizing qualities 
into behaviors and attitudes. Observable indicators help with item generation.  
OS sub domain: varied skill set. Expert number one provided responses that 
helped create several sub domains. He owns a gym which employs independent personal 
trainers. In his business model, the trainers themselves are the clients of the gym owner. 
A wide range of skills affords these trainers greater appeal to a larger potential client 
pool. This can provide a buffer-like system for the ebb and flow nature of an 
appointment-based business. Trainers rent space in his gym by the hour. That space can 
be used for sessions with clients in a non-specific frequency or modality.  
A trainer may see a client there one time, or several times, or as a recurring 
appointment. These trainers may also train clients at commercial gyms. They may 
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exclusively train clients at multiple independent gyms, or they may consolidate their 
clientele to one independent gym location. Objective financial success is apparent in 
trainers who have a varied skill set and can therefore attract the largest amount of 
consistent clientele. Trainers whom he considers objectively successful are those who 
provide him with dependable business, via the money paid to him in rental fees. 
Productivity is tracked in numbers of hours rented on a weekly and monthly basis. Trends 
are observed when they occur in either direction, up, down, or neutral. He does not track 
client retention or client referrals, although these are commonly used measures of success 
in gym businesses (http://healthfitness.ideafit.com/fitness-library/measure-success-0).  
SS: Career satisfaction, fulfillment, and longevity. Expert number one was also 
asked to describe other measures of success. The researcher referred to the literature 
specification of subjective career success being equivalent to career satisfaction. His 
responses helped to create the sub domains of career satisfaction measured by levels of 
fulfillment and career longevity. According to this expert, trainers who appear to display 
the most satisfaction with their career are those who are fulfilled outside of work. These 
trainers do not seem to exhibit the rate of burnout or exhaustion as displayed by trainers 
whose lives revolve solely around their productivity in the gym. Working in the field for 
at least 10 years can indicate success and stability in what is for many a financially 
unpredictable field. His responses correspond to the domain of objective success, 
specifically the sub domains of financial consistency and varied skill sets. 
OS: Consistent financial capacity. All three experts expressed that objective 
success was defined as having the financial means to survive, provide for children, and 
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earn discretionary income that can be saved for retirement, used for short term needs, or 
directed towards long term goals.  
SS: Contribution, passion for excellence, personal accountability, and habits 
to facilitate success. Expert number 3 focused his responses almost exclusively on 
defining subjective career success. He understood career satisfaction to be those things 
that underlie a rich and rewarding career experience. He enumerated these components 
as: contribution, intrinsic desire to succeed, passion for excellence, maximization of 
skills, habits to facilitate skill acquisition, and personal accountability. These sub 
domains are described in detail in the following portion of the paper.  
Contribution. Contribution refers to the action taken to positively impact the 
professional environment, whether it is through mentoring new employees, assisting 
management, providing oversight and supervision, or being available in enriching the 
education of his colleagues.  
Passion for excellence. Passion for excellence creates a satisfying career in that a 
subjective measure of excellence can continue to provide inspiration in goal setting and 
associated results. Maximization of skills refers to the personal practice of utilizing what 
is available within the company and the literature to increase one’s skill set beyond what 
is required simply to execute duties. This would require time spent outside working hours 
and curiosity about continuing education opportunities. Intrinsic desire to succeed was 
meant to describe the sacrifice required to achieve the milestones one personally deems 
important in one’s professional life.  
Habits that facilitate skill acquisition. Habits that facilitate skill acquisition 
refers to those concrete behaviors that are required to enable success and satisfaction 
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beyond the expected levels needed to simply perform one’s job description. He specified 
these as early wake-up times, reading literature grounded in personal growth, and 
surrounding oneself with peer models who engage in similar habits. 
Personal accountability. Personal accountability refers to the willingness to 
accept responsibility for the state and condition of one’s career, professional 
development, and future career path. Subjective career success reflected personal growth 
shown in daily self-improvement, as answered by the question “Am I better than 
yesterday?” Expert number 2 provided his personal interpretation of career satisfaction 
by posing this self-referent question “Do I elevate my surroundings?”  
Both experts spoke in detail about the virtues of mastery, discipline and 
craftsmanship. These qualities were equally important tools used in building success in 
any career, not specifically personal training. These virtues were more valuable than daily 
pleasure or the short-term reward of pursuing recreational behaviors potentially 
detrimental to work skills, like excessive drinking or keeping late hours.  
The concept of how to operationalize success as a personal trainer proved 
challenging even with all the above input. There was concern that a measurement of 
success must include some mention of trainer intent.  
Before adding items of trainer intent, the pilot version the Success as a Personal 
Trainer [SAAPT] was tested with a small group of trainers. The draft of the instrument 
was then pilot tested for construct validity, that is, does this instrument measure what it 
intends to measure? Twelve subjects (n = 12) were sent an initial draft of the items of the 
SAAPT for review and feedback. This version contained 18 items measuring Objective 
Success [OS] and Subjective Success [SS]. Upon review, this initial sample agreed that 
  54 
 
the items adequately measured the construct of success in personal training but was 
missing a measure of trainer intent.  
Trainer intent. I continued to explore trainer intent with three of the twelve 
subjects from this pilot sample. The experts and I discussed the query “What is the intent 
of a successful trainer? Is the intention of a successful trainer to develop long-term repeat 
clientele? Or is the intention of a successful trainer to create an autonomous client 
devoted to consistent fitness, no longer dependent on the trainer?” Answers were mixed 
and largely based on opinion. A fourth expert in the field of exercise physiology also 
presented this as a relevant concept that should be captured in an instrument measuring 
trainer success.  
Trainer intent is a relevant aspect to capture when measuring how success is 
viewed. If success is confined by measures of productivity alone, intent might not be 
relevant. If success is only based on the number of performed sessions, trainers can retain 
clients without necessarily keeping their client’s physiological best interest in mind. 
Instead the sole interest of the trainer will be to maintain consistent business. This 
consistent business can come in the form of rapid turnover of new clients, or retention of 
existing clients. Is it best practice to train clients so that they will soon not need the skills 
of the trainer? Or would it be best practice for the trainer to ensure that the client remains 
under his/her guidance? If the intent mirrors the bottom line of a business and therefore is 
based on productivity, it will not matter if a successful trainer has a rotating roster of 
clients. But what about those trainers who have worked to maintain their clients? Would 
that be a more accurate measure of success? To measure the preliminary ideas of this 
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concept, four items capturing “trainer intent” were added to the SAAPT. This concept 
may be a viable topic for a more in-depth future study. 
The purpose of this paper is to describe the process of instrument design and 
analysis, as well as to assess the concurrent validity of the instrument by correlating it 
with scores of an already validated career satisfaction instrument. Demographic variables 
will be tested to see the strength of their relationship to success and indications of 
success, like annual income.  
Method 
Item Generation 
Items were generated based on the review of the success literature and themes 
presented in the expert interviews. These common ideas and themes helped to generate 
the broad themes of the observable indicators, meaning the behaviors or attitudes that can 
be operationalized and measured in level or degree. The SAAPT contains two distinct 
domains: Objective Success [OS] and Subjective Success [SS]. The sub domains or 
observable indictors and corresponding number of items measuring OS and SS are as 
follows in Appendix H. A key shows the source of the sub domains, whether it be from 
the academic literature about career success, or the expert interviews. Some sub-domains 
were culled from multiple sources, overlapping in both literature and interviews. The 
initial version to be tested with a larger sample contains 22 total items, 7 measuring OS 
and 15 measuring SS.  
Two versions of the instrument can be found in Appendix I, the original draft 
listing the items within their domains, followed by the version presented to study 
subjects. Success as a personal trainer will be operationalized by scores measuring both 
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objective indicators like financial earnings as a result of the frequency of sessions, and 
subjective measures like degree of career satisfaction. Response options are scored in 
units of 1 to 5. Behavioral measures are rated in frequency measures, 1 = Never/Almost 
Never to 5 = Always/Almost always. Attitudinal measures are rated in a Likert-type scale 
measuring degrees of agreement, 1 = Strongly disagree to 5 = Strongly Agree. Reverse 
coded items are useful in determining divergent validity, as these items will be analyzed 
to mean 1 = Almost Always, and 5 = Never/Almost never and 1 = strongly agree and 5 = 
Strongly disagree.  
Exceptions to this are the three OS items asking about frequency of promotions 
and pay increase. The first item reads: “During my work as a personal trainer, the rates 
my clients pay for my service has increased…” The second items reads: “During my 
work as a personal trainer, I have progressed professionally to the next level status of 
trainer…” and the third item reads: “During my work as a personal trainer, my workload 
has reflected additional opportunities for leadership….” The response options for these 
items follow a time scale as per the data indicating that objective success as measured in 
pay raises, promotions and expansion of duties are to be achieved within a specific time 
frame. The response options are: 1 = Never, 2 = More than 10 years ago, 3 = between 5-
10 years ago, 4 = within the last 2-5 years and 5 = within the last 2 years.  
Participants 
Eligible subjects for the SAAPT study were certified, working personal trainers 
over the age of 18. Proficiency in English at a 10
th
 grade level is also required. Trainers 
were recruited in two waves. The first wave was a snowball sample consisting of a 
mixture of local trainers working at a commercial gym with multiple locations, as well as 
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students of exercise science programs. These trainers responded to either a social media 
announcement from the researcher, an email invitation from the researcher, or a posting 
on a departmental website within an exercise science academic department. The second 
wave included subjects recruited from Qualtrics, a commercial survey company.  
This instrument was embedded within a survey investigating the characteristics of 
successful personal trainers. An additional measure of career satisfaction, the Career 
Satisfaction Survey [CSS] (Greenhaus et al., 1990), is also included in that survey. The 
CSS has been used in over 240 projects and is considered to be the best measure of career 
satisfaction (Hoffmans, Dries, & Peppermans, 2008). Internal consistency for items on 
the CSS are reported to be 0.88 (Hoffmans et al., 2008) whilst being used by Greenhaus 
et al. (1990). Hoffmans (2008) report internal consistency to be 0.74. The CSS can be 
found in Appendix J.  
Results 
Data were collected via two online survey platforms, Survey Monkey and 
Qualtrics. Email invitations with a link to the Survey Monkey site were sent to 
approximately 500 trainers. Of those 500 invitations, data was returned from 22% of 
subjects (111). Approximately 51% of those 111 subjects from Survey Monkey did not 
complete the survey. Subjects were required to answer all questions. Approximately 34% 
did not reply when asked about their education, location of session, income levels, and 
source of clientele. The remaining 17% did not reply to the items on the EIPT or the 
SAAPT. This resulted in a total of 54 completed surveys from eligible subjects. This was 
not enough subjects. Recruitment continued using Qualtrics, an analytics service with 
access to a large data base of qualified personal trainers. Of the 1008 qualified subjects 
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recruited by Qualtrics, 16.8%, or 171 subjects, returned complete surveys. Only 
completed surveys were analyzed. Clean data from each platform were merged into one 
comprehensive data set, resulting in a total of 225 unique cases. 
Demographic Description of the Sample  
Sex, education and experience. Demographic results can be found in Table 3.1. 
The sample was composed of 103 males (45.8%) and 122 females (54.2%). The majority 
of respondents (105) had completed a 4 year college degree with no higher degrees 
earned, (46.7%) while those with a doctoral degree represented 4.9% of the sample. Most 
subjects responded that they had between 1 and 3 years of experience working as a 
personal trainer (32.9%). Seventy-two percent (n = 161) of subjects had exercise science 
degrees, while 28% (n = 64) had various other degrees. 
Age, income and certifications. The mean age of the sample was 33. Most 
respondents reported their annual income from personal training to be between $20-39K 
(29.8%). A smaller percentage of the sample reported earnings between $100-120K 
(5.3%) or over $120K (2.7%). Frequency analysis showed certification types were evenly 
distributed between National Strength and Conditioning Association [NSCA] (36.4%), 
American Council of Sports Medicine [ACSM] (26.7%), National Academy of Sports 
Medicine [NASM] (29.8%) and the American Council on Exercise [ACE] (30.7%). 
Thirteen % reported “Other”, meaning a certification not listed in the response choices. 
Approximately 73% had one certification, while 18% had 2, and the remaining 7% were 
split between 3 and 4 certifications. 




Demographic Characteristics of the Sample 
  Frequency % 
Sex   
 Male 103 45.8 
 Female 122 54.2 
Education   
 High School Diploma 8 3.6 
 Some college 25 11.1 
 Associates Degree 40 17.8 
 4 year college Degree 105 46.7 
 Masters Degree 36 16.0 
 Doctoral Degree 11 4.9 
Years of experience   
 Less than one year 32 14.2 
 Between 1-3 years 74 32.9 
 Between 3-5 years 54 24.0 
 Between 5-7 years 21 9.3 
 Between 7-10 years 15 6.7 
 Between 10-15 years 15 6.7 
 Over 15 years 14 6.2 
Income   
 Less than $20K 38 16.9 
 $20-39K 67 29.8 
 $40-59K 42 18.7 
 $60-74K 34 15.1 
 $75-100K 26 11.6 
 $100-120K 12 5.3 
 Over $120K 6 2.7 
Certifications   
 NSCA 82 36.4 
 ACSM 60 26.7 
 NASM 67 29.8 
 ACE 69 30.7 
 Other  30 13.3 
Age   
 Mean age  33 9.1 (Std Dev) 
Geographic 
Location  
   
 New York City  52 23.1 
 Miami, Los Angeles 
and Seattle  
16 7.1 
 Small and Medium 
sized US cities  
157 69.8 
Total n = 225  
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Productivity in client sessions per week. During an average week, 39.1% of 
subjects performed between 6-15 sessions, while 32% performed between 16-25 sessions. 
A small percent (7.1%) performed between 26-35 sessions with only 4% performing over 
35 sessions, similar to those who perform over 35 sessions during the last seven days 
(5.8%). During a busy week, the majority (34.2%) of subjects performed between 16-25 
sessions. 
Geographic location. Almost one quarter of the sample represented New York 
City (23%) while another 7% represented other large cities like Miami, Los Angeles and 
Seattle. The remainder of the sample represented smaller cities and towns throughout 
regions of the United States. T-tests were run on two independent sample groups: Big 
City (n = 68) and Non-Big City (n = 157) trainers with respect to the location of their 
training sessions. Results indicate that these groups differ in their usage of outside 
recreational space and virtual sessions. Big City trainers used outside recreational space 
for an average of 7% of their sessions (SD = 11.6), while Non Big City trainers used 
outside recreational space for an average of 11% of their sessions (SD = 17.9) (t = -2.01, 
p < .05). Big City trainers used virtual sessions for an average of 4.4% of their sessions 
(SD = 9.1) while Non Big City trainers used virtual sessions for an average of 7.9% of 
their sessions (SD = 14.3) (t = -2.17, p < .05). 
A t-test was performed to see if there were any differences between Big City and 
Non Big City trainers in regards to the source of their clientele. Among all the various 
potential methods of acquiring clients, no statistically significant difference was found 
between the type of city and source of clients. A t-test was performed to see if there was 
any difference between type of city and income levels. There was a statistically 
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significant difference, with Big City trainers earning more (M = 3.57, SD = 1.61) than 
their non-Big City counterparts (M = 2.77, SD = 1.51) (t = -3.59, p < .0001). 
Survey Monkey compared to Qualtrics. Subjects were compared on level of 
education, age, sex, years of employment and income based on whether they responded 
to the Survey Monkey recruitment invitation or whether they were enlisted from 
Qualtrics. The Qualtrics sample was more likely to have lower levels of education than 
the Survey Monkey sample, with 39.2% of Qualtrics subjects compared to 11.1% of 
Survey Monkey subjects having less than a bachelor’s degree.  
T-tests were performed to analyze any differences between age, sex, years of 
employment and income distribution. There was no statistically significant difference for 
the age or sex distribution of the Survey Monkey group versus the Qualtrics group. There 
was a statistically significant difference between the groups on distribution of income (p 
= .047) and years of employment (p < .001). Survey Monkey subjects earned more (M = 
3.2, SD = 1.8) than their Qualtrics counterparts (M = 2.9, SD = 1.5). Survey Monkey 
subjects had been employed an average of almost 2 years longer than the Qualtrics 
sample (M = 4.7, SD = 2.14) (M = 3.9, SD = 1.5).  
Factor Analysis 
The Barlett’s test of sphericity showed significance (p < .0001), while the KMO 
statistic value was 0.877 (p < .0001). These indications justify using an exploratory factor 
analysis [EFA]. Initial EFA with a Varimax rotation of 22 items extracted 5 factors with 
eigenvalues greater than one, explaining 59.60% of the variance. Additional EFA’s were 
performed, extracting 4, 3 and 2 factors. Items that did not load above the .5 level were 
removed from the analysis. Another round of EFA was performed with the remaining 
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items. An iteration revealing 2 factors was initially chosen, except that there were no 
items measuring financial stability, understood to be an important measure of success. 
Financial stability items were added back to subsequent EFA’s. After removing items 
that did not load above .5, along with items that cross loaded at the .5 level, an extraction 
of 3 factors revealed interpretable factors. Analysis of the scree plot shows a clear break 
after the second factor; however, there is a more gradual break between components 2 to 
3. It was decided that the 3-factor solution contained the most interpretable factors, 
explaining 54.59% of the variance. Factor one was called “Professional development.” 
Factor 2 was called “Financial Stability.” Factor 3 was called “Professional Progression.” 
The final iteration of the SAAPT contained 16 items across three domains. The loadings 
of each item across three factors can be seen in Table 3.2. The revised instrument can be 








1 2 3 
I evaluate if I have accomplished the goals I set 
for myself. 
0.802 0.080 -0.026 
I accept responsibility for my efforts towards 
my professional development. 
0.789 0.162 0.155 
I educate my clients, so that one day they will 
no longer depend on me. 
0.784 0.091 0.019 
I personally set my own career goals. 0.778 0.190 0.053 
I evaluate my career setbacks as learning 
opportunities. 
0.701 0.219 0.124 
I maximize the learning opportunities around 
me. 
0.663 0.302 0.187 
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1 2 3 
While at work as a personal trainer, I feel that I 
am creating a valuable experience for other 
people. 
0.547 0.207 0.024 
I have the habits that help me acquire skill sets 
that I use while training. 
0.516 0.429 0.134 
My personal career goals match the best 
practices in my industry. 
0.511 0.410 0.140 
In my work as a personal trainer, I am currently 
financially secure to meet my long term 
financial goals. 
0.063 0.793 -0.023 
During my work as a personal trainer, I 
currently earn income that covers my monthly 
expenses: housing, food, transportation and 
utilities. 
0.173 0.782 0.109 
In my work as a personal trainer, I am 
financially secure for my short term needs. 
0.144 0.753 0.200 
I am able to maintain sufficient clientele for my 
financial stability. 
0.318 0.668 0.110 
During my work as a personal trainer, the last 
time I progressed professionally to the next 
level status of trainer was... 
0.092 0.116 0.824 
During my work as a personal trainer, the last 
time my session pay rates have increased was... 
0.047 0.130 0.788 
During my work as a personal trainer, the last 
time my workload has reflected additional 
opportunities for leadership... 
0.096 0.033 0.764 
Extraction Method: Principal Component Analysis.  
 Rotation Method: Varimax with Kaiser Normalization. 
a. Rotation converged in 5 iterations. 
 
Reliability, Validity and Scale Scores  
Measures of reliability. Internal consistency reliability estimates were performed 
to evaluate how well the items from a given domain/factor were measuring the same 
underlying construct. Internal consistency levels at or around 0.8 are the standard for a 
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robust instrument. Internal consistency was measured utilizing Cronbach’s alpha statistic. 
The results were: α = 0.866 for the 16 items on the instrument, factor one had 9 items 
with α = 0.886, factor two 4 items with α = 0.812 and factor three had three items with 
α = 0.736. A table with the alpha statistic for the entire instrument and each scale can be 
found in Appendix I. Scale scores were computed using the raw scores of response items 
that loaded above .5 for each factor. Descriptive statistics featuring means, standard 
deviations and alpha levels can be found in Table 3.3. The total score of all three factors 
was used in the analysis.  
Table 3.3 
 
Descriptive Statistics: Total Score of Success, Total Score of Sub Scales of Success, 
Reliability Measures  
  Mean Std. Deviation Cronbach’s Alpha 
Total Success Score  132.23 19.03 0.866 
Prof development 72.11 11.27 0.886 
Financial Stability 36.56 5.87 0.812 
Prof Progression  23.56 3.77 0.736 
 
 
Measures of validity. It was expected that the total score on the SAAPT would 
be related to weekly productivity, education level, years of employment, and income. As 
expected, the variables of weekly productivity, education, years of employment and 
income were significantly correlated with the total score on the SAAPT. Measures of 
weekly productivity for an average week, busy week, and the last seven days were 
significantly correlated with total success: during an average week, r = .275, busy week, 
r = .340, last seven days r = .323, all significant at p < .001. Years of employment was 
also significantly correlated to total success, r = .235, p < .001. Income was correlated 
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with total success at r = .192, p < .001. Level of education was not significantly 
correlated with total success.  
Concurrent validity. The SAAPT is an original instrument with good levels of 
internal consistency. Concurrent validity was measured using a correlational analysis of 
Factor 1 of the SAAPT with an already validated instrument. A Pearson correlation 
coefficient was computed to assess the strength of the relationship of the scores from 
factor one to the scores from a validated career satisfaction instrument, the CSS. There 
was a positive correlation between the scores, r = 0.540, p < 0.01, n = 225. These results 
are shown in Table 3.4. 
Table 3.4 
 
Correlation of Professional Development and CSS (Greenhaus et al., 1990)  
Descriptive Statistics 
  Mean Std. Deviation N 
Total score on CSS 19.21 4.02 225 
Total Score on 
SAAPT 
37.72 5.72 225 
Correlations 
  CSS_Total 
Prof 
Development  





Sig. (2-tailed)  0.001 







Sig. (2-tailed) 0.001   
**. Correlation is significant at the 0.01 level (2-tailed). 
 
T-tests. An independent sample t-test was conducted for those who are certified 
by the NSCA (the highest percentage of the sample) and those who are not. There was no 
statistically significant difference between mean scores for total success scores for each 
group. An independent sample t-test was conducted to compare the total scores of success 
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for males and females. There was no statistically significant difference in success scores 
between males and females. These results can be found in Table 3.5 and 3.6. 
Table 3.5 
 
T-Test to Compare Total Score of SAAPT between NSCA and without NSCA  
Group Statistics    
With NSCA 
Without NSCA 




t df Sig 
82 
Total score on 
SAAPT 
 63.46 9.71 0.81 -1.797 223 0.07 




T-Test to Compare Total Score on SAAPT between Males and Females 
Group Statistics    




t df Sig 
Total score on 
SAAPT 
Female 122 64.48 9.28 0.84 0.273 223 0.79 
Male 103 64.13 9.74 0.96    
 
Discussion 
Revised Instrument  
The SAAPT item generation was based on the established theories of success and 
interviews with subject matter experts. Established measures of career success are based 
on constructs of personality, thought to be predictors of salary level, promotions and 
career satisfaction (Seibert & Kraimer, 2001). The research surrounding the SAAPT 
construction was not grounded in the constructs of personality and as such did not 
measure those variables.  
Drafting the SAAPT was an iterative process. The original instrument contained 
22 items across two domains. The revised version of the SAAPT contained 16 items 
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across three domains. The original 2 domains of “Objective Success” and “Subjective 
Success” loaded onto 3 distinct factors, showing an additional factor not originally 
considered, “Professional development.” Reverse coded items loaded on their own factor 
and so were removed. Excluded items included assessments of trainer intent: “I train my 
clients, so they will be lifelong customers of my services” and “I train clients so they will 
be repeat personal training customers.” These items were intended to capture those 
trainers who believe that success is linked to their ability to maintain repeat business 
regardless of the progress of the client. The experts consulted report that this professional 
outlook can create dependency on the trainer. 
When consulting with experts, there remained a difference of opinion of how to 
best capture success in personal training – is it merely financial success, gained by way of 
number of sessions per week, which is largely based on number of clients? Or is it more 
nuanced than that, considering the longevity of the trainer in the field, and their ability to 
attract clients and retain business over a specified period? Subject matter experts warn 
against conceptualizing a success measure that does not take the idiosyncrasy of trainer 
intent, specific to personal training, into account. Nevertheless, there were convincing 
indications that the instrument was reliable and showed some evidence of validity in that 
the scores were associated with satisfaction, but also with time in the field, earned annual 
income and weekly productivity. 
Limitations. Several limitations exist in the attempt to draw any general 
conclusions based on this initial research. Personal trainers as a working population are 
not been widely studied or scrutinized in published literature. This gap in the literature 
does not allow for any comparative research to determine if the results found here reflect 
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a continuing trend, a divergence from current data, or an absence of a pattern at all in 
terms of measuring success in personal trainers.  
Another limitation is the study sample. The majority of the experts consulted 
work for the same fitness company. This may have provided a narrow perspective. Some 
of those who responded are in the role of management, while they continue to train 
clients. This does not mean they are not certified working personal trainers, fitting the 
exact inclusion criteria. This does mean, however, that they do not derive all or even half 
of their income from training clients. Does this mean that in the field of fitness 
professionals a manager is not considered a successful trainer? If success is measured by 
income and active clients, these managers would not be considered successful. This 
distinction between successful professional who remain as trainers and those who 
continue to managerial roles should be taken into consideration for future research. 
Personality traits were not used as predictors, as they are in many success measures 
(Seibert & Kraimer, 2001).  
Implications. As the trend of obesity and its related co-morbidities continues, 
fitness professionals will continue to be in high demand. These professionals have the 
potential to positively impact their client’s health, yet there is no standardized way to 
gauge their success. Increased levels of understanding about this burgeoning class of 
professionals can enhance the sparse literature about personal trainers and attributes of 
their profession. This study will affect personal trainers by providing evidence about their 
profession and how they might conceptualize success. Trainers may find that they need 
more education about communication with their clients, as well as other issues that are 
not directly related to exercise or how to run a personal training business.  
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Chapter IV  
IS SUCCESS IN PERSONAL TRAINING RELATED TO  
LEVELS OF EMOTIONAL INTELLIGENCE? 
Personal trainers are a group of professionals whose work can be categorized a 
part of the service industry, weaving together elements of health promotion, disease 
prevention, and consumer culture (Maguire, 2001). Personal training requires expert 
fitness knowledge to be succinctly combined with the business acumen needed to retain 
active clients for commission based payments. Personal training has not been the subject 
of any substantial body of academic research. This is perhaps because the field 
encompasses interdisciplinary facets of study, incorporating knowledge of exercise 
science, customer service, and business skills into an hourly occupation. While there are 
national, statewide, and metropolitan-area data on employment and salary in the field, it 
is likely that a significant number of personal trainers are self-employed and therefore 
underrepresented or completely unreported. Many trainers incorporate a hybrid business 
model combining conventional work for an employer as an independent contractor—such 
as when working for a commercial gym or fitness agency—and freelance work, whose 
figures are difficult to estimate. Furthermore, trainers are paid on commission and engage 
in client-facing hourly work; conceivably it is their daily work environment that does not 
enable them to participate in research or be the subjects of abundant scientific inquiry. It 
is also a relatively new field, appearing to be an innovation of the fitness industry dating 
back to the early 1990s (Maguire, 2001). 
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When researching what constitutes success as a personal trainer, and what 
characteristic might be a factor contributing towards that success, I was unable to find 
any such study using quantitative methods of measurement. I decided then to design 
instruments to help me measure characteristics of successful trainers. After an initial 
exploration, emotional intelligence (EI) was chosen as the quality that most accurately 
captured the skill set involved in being a successful personal trainer. This decision led to 
the development of the Emotional Intelligence in Personal Training instrument [EIPT]. 
Continued exploration led me to develop an instrument designed to measure success as a 
personal trainer. The EIPT was used alongside the Success as a Personal Trainer 
[SAAPT] along with demographic and career satisfaction instruments in a survey entitled 
“Characteristics of Successful Personal Trainers” administered online to qualified 
subjects. The specific instrument development processes are discussed in previous 
papers. This paper is focused on testing the research question “Is Emotional Intelligence 
as measured by the total score on the EIPT related to success in personal training as 
measured by total score on the SAAPT?”  
Emotional Intelligence 
Emotional intelligence (EI) has been understood to be the ability to perceive, 
monitor, employ, and manage emotions within oneself and others (Thelwell et al., 2008). 
EI has roots in the study of positive psychology (Bar-On, 2010b). Both EI and positive 
psychology study human characteristics such as self-regard based on accurate self-
awareness, understanding how others feel, based on social awareness and empathy, and 
impulse control with self-regulation and emotional control (Bar-On, 2010b). Higher 
levels of EI can help with job-related tension and conflict resolution (Thelwell et al., 
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2008). EI has received attention from organizational, behavioral, management and human 
resources literature (O’Boyle et al., 2011). EI was popularized outside of scholarly 
literature when Daniel Goleman published his book, Emotional Intelligence, in 1995 
(O’Boyle et al., 2011). 
Iconic figures of improbable industry success, such as Steve Jobs of Apple, were 
thought to have had the ability to identify and analyze emotions in order to ascertain how 
people might feel when using various services or types of products (Cote, 2014). In the 
respective fields of human resources, organizational management and behavior 
management, there are those who support using EI to measure and predict performance, 
and those who are skeptical of the validity of EI measures (O’Boyle et al., 2011). The 
various EI measures and results of a meta-analysis are discussed below.  
Personal Training 
Personal training as a field has not been widely studied. Personal trainers have 
been peripheral aspects of experimental studies involving a variety of subjects, ranging 
from obese and sedentary adults to those individuals previously committed to vigorous 
exercise (McClaran, 2003; Storer et al., 2014). Personal trainers themselves have been 
studied through the lens of sociology (George, 2008; Maguire, 2001) and qualitatively in 
exercise science research (Melton et al., 2010, 2011; Melton et al., 2008). Personal 
training is thought of as a “lifestyle” occupation, merging expert advice with lifestyle 
management and detailed exercise prescription and instruction (Bureau of Labor 
Statistics, 2016-17; George, 2013). There are at least 19 different certification bodies 
granting personal trainers professional credentials, varying in rigor from those who 
require a four year degree and a written exam to those that can be completed online over 
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the weekend (Melton et al., 2008). An extensive write up about the nuances of the 
personal training profession can be found in other papers (Maguire, 2001; Melton et al., 
2010, 2011; Melton et al., 2008).  
Emotional Intelligence Instruments 
Emotional Intelligence  
Contemporary interest in EI is traced to the defining article published by Salovey 
and Mayer in 1990 (O’Boyle et al., 2011; 1990). Salovey and Mayer later reconfigured 
their model of EI in 1997, and in 2002 Mayer, Salovey and Caruso developed the Mayer-
Salovey-Caruso Emotional Intelligence Test (MSCEIT), to be followed by the MSCEIT 
v2.0. The MSCEIT v2.0 is a 141 item instrument measuring the skills of perceiving 
emotions, using emotions to facilitate thought, understanding emotions and managing 
emotions (Mayer, Salovey, Caruso, & Sitarenios, 2003; O’Boyle et al., 2011). This 
measure has led to an expanded conceptualization of EI as the combined skill set of both 
verbal and nonverbal ability as it pertains to generating, recognizing, expressing, 
understanding, and evaluating one’s own and others’ emotions “in order to guide thinking 
and action” to successfully cope with the demands and pressures of one’s environment 
(O’Boyle et al., 2011, p. 789).  
The meta-analyses by O’Boyle et al (2011) and Jena and Pradhan (2014) 
presented a concise history of a multitude of EI instruments including, but not limited to, 
the Emotional Quotient Inventory (EQ-i) by Bar-On (2010; O’Boyle et al., 2011), the 
Emotional Intelligence Scale (EIS) by Schutte et al (1998), and the Workgroup 
Emotional Intelligence Profile (WEIP) by Jordan et al (Jordan & Lawrence, 2009; 
O’Boyle et al., 2011). The EI instrument review by Jena and Pradhan (2014) provides a 
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concise briefing of EI instruments and their intended functionality. Jena and Pradhan list 
the EQ-i by Bar-On (Bar-On, 2010b) as the oldest instrument designed to predict 
successful job candidate recruitment. The United States Air Force uses this instrument to 
aid in recruitment (Jena & Pradhan, 2014). 
While there have been questions as to whether EI contributes to predicting 
workplace outcomes with any accuracy, Rode et al. were able to demonstrate validity in 
using EI when predicting individual workplace performance, specifically, public 
speaking (O’Boyle et al., 2011; 2007). EI measures have recently been categorized into 
three distinct types of measure: performance based, self-report, and mixed models, based 
on a meta-analysis by Joseph and Newman in 2010 (see also O’Boyle et al., 2011). In 
regards to occupations with Emotional Labor demands—that is, work where the 
expression of emotions is required alongside to face-to-face or voice-to-voice 
interaction—all three types of EI measures have validity for predicting job performance 
above and beyond measurements of personality traits and cognitive ability (O’Boyle et 
al., 2011). In their 2011 meta-analysis, O’Boyle et al. (2011) identified 10 unique EI 
instruments where EI was measured as a continuous variable —that is measured in a 
score— or a dichotomous variable (low EI/high EI). The results of this meta-analysis of 
10 different and unique EI instruments revealed a positive and significant relationship 
between EI and job performance (O’Boyle et al., 2011). In a 2014 meta-analysis, Joseph 
et al. (Joseph, Jin, Newman, & O’Boyle, 2014) found that EI measurements tend to 
sample constructs already shown to be related to job performance.  
The amount of variance in job performance explained by EI (O’Boyle et al., 
2011) was determined when O’Boyle et al. (2011) tested the incremental validity of EI 
  76 
 
beyond cognitive ability and the five-factor model [FFM] of personality, a commonly 
used method of predicting job performance (2011). O’Boyle et al. performed a meta-
analysis on three distinct “streams” of EI instruments as defined by Ashkanasy and Daus 
(2005): stream one is based on the 4 branch ability test, also known as the Salovey and 
Mayer model, stream 2 are self-report instruments based on Salovey and Mayer and 
stream 3 is known as the mixed model, meaning commercially available tests that 
combine traditional measures along with measures of social skills. EI was shown to 
explain approximately 7% additional variance beyond cognitive ability and the FFM, 
when the instrument was a stream 3 or mixed method, meaning self-report and 
performance-based combined (O’Boyle et al., 2011).  
Success 
Evaluating one’s career has evolved from the singular appraisal of financial 
success towards a more comprehensive approach where both objective measures like 
salary and compensation are measured alongside subjective measures like satisfaction 
and internalized perceptions of accomplishments and progress (Dries et al., 2008). This 
comes in part as a result of the changing landscape of the workplace and the deregulated 
nature of many careers (Dries et al., 2008). Cultural values are also part of what may 
influence the trajectory and evaluation of any given career (Dries et al., 2008). European 
work culture is described by Dany (2003) as having servile and obedient workers, while 
United States work culture encourages risk-taking entrepreneurs and individuals (Dries et 
al., 2008).  
As recently as 1996, Arthur and Rousseau (1996) found that more than three 
fourths of the literature published about careers focused on the objective evaluation of 
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measurable and verifiable attainments like pay and promotions (Heslin, 2005). 
Recognizing the significance of subjective measures dates back to Thorndike’s 1934 
operationalization of career success as job satisfaction in combination with objective 
criteria (Heslin, 2005).  
Gattiker and Larwood (1986) constructed a measure of career success with five 
factors: job success, inter-personal success, financial success, hierarchical success, and 
life success (Dries et al., 2008). Parker and Chusmir (1991)measured the construct life 
success, arguing that subjective factors for career success tend to originate outside of 
one’s professional existence (Dries et al., 2008). Dyke and Murphy (2006) measured 
career success using factors of balance, relationships, recognition and material success 
(Dries et al., 2008).  
Friedman and Greenhaus (2000) conducted a factor analysis after asking 800 
business professionals to rank the importance of 15 potential career success indicators, 
revealing 5 dimensions: status, time for self, challenge, security and social (Heslin, 
2005). This indicates that career success as a construct entails measurement of much 
more beyond prestige (title), power, money and advancement (Heslin, 2005).  
The purpose of this study was to test the following hypotheses: Is emotional 
intelligence related to success in personal training? What other variables influence 
success in personal training? Is emotional intelligence related to income levels of 
personal trainers? Are there other variables that influence income levels of personal 
trainers?  




A survey was designed and administered online to a sample of personal trainers. 
Subjects completed the survey on two different platforms. Recruitment was handled in 
several ways. Initially the survey was posted on Survey Monkey, an online survey 
platform. Subjects were emailed an invitation, with a link to participate. Subjects were 
also recruited using Qualtrics, another online survey platform. Inclusion criteria were that 
subjects had to be nationally certified, working personal trainers above the age of 18 and 
able to understand English at a 10
th
 grade reading level. Subjects were excluded if they 
indicated that they were not currently certified, not currently working with clients or not 
of age to participate. Subjects who completed the survey online at Survey Monkey were 
recruited either via a social media announcement by the researcher, an in-person 
invitation, or an email invitation. Subjects who completed the survey online through 
Qualtrics were part of an already assembled pool of qualified subjects maintained by 
Qualtrics. All subjects were informed of their rights as participants and offered the 
chance to grant consent. Consent was required to access the survey questions.  
Instruments 
The survey as it was seen by subjects contained a total of 95 questions, with the 
first four items detailing the informed consent protocol for participation. Demographic 
and work-related questions were assembled consecutively from 5-13, while EI and 
success items were grouped by response option into 26 sections. This layout was intended 
to make the survey easier to navigate and thwart subject fatigue. Subjects also had a 
progress bar at the top of their screens so that they could estimate how much material 
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remained. Subjects were informed that the approximate average completion time was 
expected to be less than 15 minutes. Subjects were asked about their age, sex, geographic 
location and their level of education. The response options for these items was either 
binary, as it was for sex, fill-in-the-blank, as it was for geographic location and age, or 
presented as a range, as it was for level of education.  
Subjects were asked work-related questions about their personal training 
background, the source of their clientele, the location of their sessions, their average 
weekly productivity and their financial earnings. Work-related items had a variety of 
response options. When asked about the number of years working as a personal trainer, 
subjects were asked to indicate from a range of years, starting with “I am not currently 
working as a personal trainer.” This was a qualifying question. Any subject who 
indicated that they were not currently working as a personal trainer was disqualified from 
continuing the survey. The remaining options were a range of years starting with less 
than one year to over 15 years, with a total of 7 possible options.  
When asked about their education level, subjects could choose one response 
ranging from “High school diploma” to “doctoral degree.” When asked about the number 
of sessions they perform per week, subjects were given four representations of a work 
week, ranging from slow, average, busy and their last seven days. They were then asked 
to choose a range of client sessions performed, ranging from zero to over 35, with a total 
of 6 options. One response indicating number of sessions performed was required for 
each type of work week.  
When asked about the location of training sessions, subjects were given 6 possible 
options: commercial gym, rented space, virtual session, home, client’s office, or outside 
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space. They were then asked to indicate a percentage for each type of location, making 
sure to total 100%. The next item was about the source of clientele, asked in identical 
format. Subjects were given seven options about the source of their clientele: gym as 
employer, word of mouth, social media, referrals, fitness agency, advertisements or 
networking. They were then asked to indicate a percentage for each type of source, 
making sure to total 100%. The final work-related item asked subjects to indicate their 
current personal training certification. Subjects were permitted to choose more than one. 
Response options were the most popular certifications: National Strength and 
Conditioning Association (NSCA), Academy of Sport Medicine (ACSM), National 
Association of Sports Medicine (NASM) and American Council on Exercise (ACE), or 
other, to account for certifications not listed.  
EI and success items followed. These items were presented with response items 
ranging from either “Strongly Disagree/ Disagree/Not sure/Agree/Strongly Agree” or 
“Never/Almost never, Seldom, Not sure, Often and Always/Almost always.” Alongside 
the labels of the response alternatives of the Likert style scales, responses were presented 
as numerical equivalents of 1-5. Each item required a response to continue.  
Survey Monkey participants were offered a chance to submit an email address for 
a lottery drawing of $50 Amazon gift cards. Participants were instructed to close the 
survey, open a new screen and submit an email to a Gmail account associated with the 
project. This method ensured continued anonymity, as there is no way to connect the 
email address provided with the survey data. Five winners were chosen and sent gift 
cards. Qualtrics were compensated by Qualtrics as part of an arrangement to be a subject 
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in research projects should they meet the qualifications. The entire survey as it was seen 
by subjects can be found in Appendix K.  
Results 
Data were collected via two online survey platforms, Survey Monkey and 
Qualtrics. Email invitations with a link to the Survey Monkey site were sent to 
approximately 500 trainers. Of those 500 invitations, data was returned from 22% of 
subjects (111). Approximately 51% of those 111 subjects from Survey Monkey did not 
complete the survey. Subjects were required to answer all questions. Approximately 34% 
did not reply when asked about their education, location of session, income levels, and 
source of clientele. The remaining 17% did not reply to the items on the EIPT or the 
SAAPT. This resulted in a total of 54 completed surveys from eligible subjects. This was 
not enough subjects. Recruitment continued using Qualtrics, an analytics service with 
access to a large data base of qualified personal trainers. Of the 1008 qualified subjects 
recruited by Qualtrics, 16.8%, or 171 subjects, returned complete surveys. Only 
completed surveys were analyzed. Clean data from each platform were merged into one 
comprehensive data set, resulting in a total of 225 unique cases.  
Demographic and Work-Related Description of the Sample  
Sex, education, and experience. Demographic and work-related results can be 
found in Table 4.1. The sample was composed of 103 males (45.8%) and 122 females 
(54.2%). Most respondents (105, 46.7%) had completed a 4-year college degree but no 
graduate work while those with a doctoral degree represented 4.9% of the sample. Most 
subjects responded that they had between 1 and 3 years of experience working as a 
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personal trainer (32.9%). Seventy-two percent (n = 161) of subjects had exercise science 
degrees, while 28% (n = 64) had various other degrees. These groups did not differ in 
their level of EI or Success.  
Table 4.1 
 
Demographic and Work-Related Characteristics of the Sample 
  Frequency % 
Sex   
 Male 103 45.8 
 Female 122 54.2 
Education   
 High School Grad  8 3.6 
 Some college 25 11.1 
 Associates Degree 40 17.8 
 4 year college Degree 105 46.7 
 Master’s Degree 36 16.0 
 Doctoral Degree 11 4.9 
Years of experience   
 Less than one year 32 14.2 
 Between 1-3 years 74 32.9 
 Between 3-5 years 54 24.0 
 Between 5-7 years 21 9.3 
 Between 7-10 years 15 6.7 
 Between 10-15 years 15 6.7 
 Over 15 years 14 6.2 
Income   
 Less than $20K 38 16.9 
 $20-39K 67 29.8 
 $40-59K 42 18.7 
 $60-74K 34 15.1 
 $75-100K 26 11.6 
 $100-120K 12 5.3 
 Over $120K 6 2.7 
Certifications   
 NSCA 82 36.4 
 ACSM 60 26.7 
 NASM 67 29.8 
 ACE 69 30.7 
 Other  30 13.3 
Age   
 Mean age  33 9.1 (Stnd Dev) 
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Table 4.1 (cont.) 
 
Demographic and Work-Related Characteristics of the Sample 
  Frequency % 
Geographic Location   
 New York City 52 23.1 
 Miami, LA and Seattle 16 7.1 
 Small and Medium sized 
US cities 
157 69.8 
Total n = 225  
 
Age, income, and certifications. The mean age of the sample was 33. Most 
respondents reported their annual income from personal training to be between $20-39K 
(29.8%). A smaller percentage of the sample reported earnings between $100-120K 
(5.3%) or over $120K (2.7%). Frequency analysis showed certification types were evenly 
distributed between NSCA (36.4%), ACSM (26.7%), NASM (29.8%) and the ACE 
(30.7%). While 13.3% reported “Other,” meaning a certification not listed in the response 
choices. Most trainers (74%) had one certification, while another 19% had 2. The 
remaining 7.5% had more than 2 certifications. 
Productivity in client sessions per week. During an average week, 39.1% of 
subjects performed 6-15 sessions, while 32% performed between 16-25 sessions. A small 
percent (7.1%) performed 26-35 sessions with only 4% performing over 35 sessions. 
Subjects were also asked about their productivity for the last seven days. The same 
percentage, 7.1%, reported performing 26-35, while another 5.8% reported performing 
over 35 sessions during the last seven days. During a busy week, the majority (34.2%) of 
subjects performed between 16-25 sessions. Table 4.2 displays these results. 




Weekly Productivity by Number of Sessions 
 Average Week Slow Week Busy Week Last Seven 
Days 
No. of Sessions N % N % N % N % 
0 1 .4 8 3.6 1 .4 8 3.6 
Between 1-5 39 17.3 97 43.1 21 9.3 49 21.8 
Between 6-15 88 39.1 73 32.4 51 22.7 76 33.8 
Between 16-25 72 32.0 33 14.7 77 34.2 56 24.9 
Between 26-35 16 7.1 11 4.9 48 21.3 23 10.2 
Over 35 9 4.0 3 1.3 27 12.0 13 5.8 
N = 225. Bold entries represent the majority of the sample. 
Geographic location of trainer and location of sessions. Almost one quarter of 
the sample represented New York City (23%) while another 7% represented other large 
cities like Miami, Los Angeles and Seattle. The remainder of the sample represented 
smaller cities and towns throughout regions of the Unites States (Table 4.1). Most 
training sessions took place in a commercial gym (49.26%), while others took place in 
either a home (15.84%), rented space (11.34%), outside recreation space (9.92), virtual 
space (6.85%) or office space (6.77%). Table 4.3 has the statistics, means and standard 
deviations of this information. T-tests were run on two independent sample groups: Big 
City (n = 68) and Non-Big City (n = 157) trainers with respect to the location of their 
training sessions. Results indicate that these groups differ in their usage of outside 
recreational space and virtual sessions. Big City trainers used outside recreational space 
for an average of 7% of their sessions (SD = 11.6), while Non-Big City trainers used 
outside recreational space for an average of 11% of their sessions (SD = 17.9), p < .05. 
Big City trainers used virtual sessions for an average of 4.4% of their sessions (SD = 9.1) 
while Non-Big City trainers used virtual sessions for an average of 7.9% of their sessions 
(SD = 14.3) p < .05. 
















Mean 49.26 11.34 6.85 15.84 6.77 9.92 
Std. Deviation 37.34 20.78 13.02 23.04 12.12 16.33 
Minimum 0.00 0.00 0.00 0.00 0.00 0.00 
Maximum 100.00 100.00 100.00 100.00 100.00 93.00 
 
A t-test was performed to see if there were any differences between Big City and 
Non Big City trainers in regards to the source of their clientele. Among all the various 
potential methods of acquiring clients, no statistically significant difference was found 
between the type of city and source of clients. A t-test was performed to see if there was 
any difference between type of city and income levels. There was a statistically 
significant difference, with Big City trainers earning more (M = 3.57, SD = 1.61) than 
their Non big City counterparts (M = 2.77, SD = 1.51) (t = -3.59, p < .001). 
Survey Monkey compared to Qualtrics. Subjects were compared on level of 
education, age, sex, years of employment and income based on whether they responded 
to the Survey Monkey recruitment invitation or whether they were enlisted from 
Qualtrics. The Qualtrics sample was more likely to have lower levels of education than 
the Survey Monkey sample, with 39.2% of Qualtrics subjects compared to 11.1% of 
Survey Monkey subjects having less than a bachelor’s degree.  
T-tests were performed to analyze any differences between age, sex, years of 
employment and income distribution. There was no statistically significant difference 
between the age or sex distribution of the Survey Monkey group versus the Qualtrics 
group. There was a statistically significant difference between the groups on distribution 
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of income (p = .047) and years of employment (p < .001). Survey Monkey subjects 
earned more (M = 3.2, SD = 1.8) than their Qualtrics counterparts (M = 2.9, SD = 1.5). 
Survey Monkey subjects had been employed on average of almost 2 years (M = 4.7, SD 
= 2.14) longer than Qualtrics subjects had been employed (M = 3.9, SD = 1.5). 
Scale Scores 
Scores for EI and Success varied within the sample. The mean score for EI across 
all subjects was 132.23 out of a possible 160. The mean score for success across all 
groups was 64.32 out of a possible 80. An independent sample t-test was run to compare 
means across sex, while an ANOVA was run to compare scores across education level. 
Females scored slightly higher than males on both the success measures and the EI 
measures, however the difference in scores was not statistically significant (p > .05). 
Those who attended college scored higher on the EI measure than those who did not 
attend college, p < .05. Table 4.4 displays the descriptive statistics of the scores, while 
Tables 4.5 and 4.6 show the results of the independent sample t-test for sex and an 
ANOVA for education type. Table 4.6
a 
is a multiple comparisons table, showing how 
means differ across groups of education major and status. Table 4.6
b 
is the post-hoc 
analysis showing how all those who went to college with exception of those who majored 
in physiology scored higher than those who did not go to college. 




Descriptives of Scale Scores: Total EI, Total Success and Sub Scales for Each 
  Min Max Mean Std. Deviation 
Total Success Score  33.00 80.00 64.32 9.48 
Professional development  18.00 45.00 37.72 5.72 
Financial Stability  4.00 20.00 14.97 3.43 
Professional Progression  3.00 15.00 11.62 3.24 
Total EI Score  72.00 160.00 132.23 19.03 
General EI for PT 35.00 85.00 72.11 11.27 
Self-Awareness for PT 12.00 45.00 36.56 5.87 
Reading Non-Verbal Cues  11.00 30.00 23.56 3.77 




T-test Comparing Mean Scores for EI and Success, Male Versus Female 
Sex N Mean  Std 
Deviation  
t df Sig. (2-
tailed) 
Total EI Score  Female  122 134.31 17.94 1.793 223 0.074 
Male  103 129.76 20.06 
Total Success 
Score  
Female  122 64.48 9.28 0.273 223 0.785 






Multiple Comparisons Between Study Majors on EI 
Dependent Variable:  Mean EI Score  











LSD Other  I did not attend college 22.92
*
 7.92 0.01 7.30 38.55 
Liberal Arts 2.82 4.39 0.52 -5.84 11.48 
Exercise Science 5.97 4.28 0.16 -2.46 14.41 
Physiology/Kinesiology 9.82
*
 4.69 0.04 0.56 19.08 
Physical Therapy 6.97 4.62 0.13 -2.13 16.08 
I did not attend college Other  -22.92
*
 7.92 0.01 -38.55 -7.31 
Liberal Arts -20.10
*
 7.55 0.01 -34.99 -5.22 
Exercise Science -16.95
*
 7.49 0.02 -31.71 -2.20 
Physiology/Kinesiology -13.10 7.73 0.09 -28.34 2.13 
Physical Therapy -15.95
*
 7.68 0.04 -31.10 -0.81 
 
 






Multiple Comparisons Between Study Majors on EI 
Dependent Variable:  Mean EI Score  











LSD Liberal Arts Other -2.82 4.39 0.52 -11.48 5.84 
I did not attend college 20.10
*
 7.55 0.01 5.22 34.99 
Exercise Science 3.15 3.54 0.37 -3.82 10.12 
Physiology/Kinesiology 7.01 4.04 0.08 -0.94 14.95 
Physical Therapy 4.15 3.95 0.29 -3.62 11.92 
Exercise Science Other -5.97 4.28 0.16 -14.41 2.46 
I did not attend college 16.95
*
 7.48 0.02 2.20 31.71 
Liberal Arts -3.15 3.54 0.374 -10.13 3.83 
Physiology/Kinesiology 3.85 3.91 0.325 -3.85 11.56 
Physical Therapy 0.99 3.82 0.794 -6.52 8.52 
Physiology/Kinesiology Other (please specify) -9.83
*
 4.69 0.038 -19.09 -0.57 
I did not attend college 13.10 7.73 0.09 -2.13 28.33 
Liberal Arts -7.01 4.03 0.08 -14.96 0.94 
Exercise Science -3.86 3.90 0.33 -11.56 3.84 
Physical Therapy -2.86 4.27 0.505 -11.29 5.57 
Physical Therapy Other (please specify) -6.97 4.62 0.13 -16.08 2.13 
I did not attend college 15.96
*
 7.69 0.04 0.81 31.10 
Liberal Arts -4.15 3.95 0.29 -11.92 3.62 
Exercise Science -0.99 3.82 0.79 -8.52 6.52 
Physiology/Kinesiology 2.86 4.28 0.51 -5.57 11.29 






Post Hoc Analysis on Types of Education and Total EI Score 
Tukey B
a,b    
EI Total Score 
Std Deviation Std Error  
What was/is your major of 
study N 




I did not attend college 7 115.14
a,c 






Physical Therapy 40   131.10
 
20.72 3.27 
Exercise Science 61   132.09
 
16.67 2.13 
Liberal Arts 52   135.25
 
16.98 2.35 
Other (please specify) 28   138.07
 
10.13 1.91 
*Means for groups in homogeneous subsets are displayed.in the same column 
a. Uses Harmonic Mean Sample Size = 22.538. 
b. The group sizes are unequal. The harmonic mean of the group sizes is used. Type I error levels are not guaranteed. 
c. Significant at p < .05 
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Correlations  
A correlation matrix was performed to identify the strength of any relationship 
displayed between the independent variables and the dependent variable, total success. 
The correlation matrix revealed which work-related and EI variables were significantly 
related to the outcome variable success. This information was used to determine which 
variables would be entered into a regression analysis. The regression will show which of 
these variables contribute most towards the outcome variable, and how they influence the 
total variation in success score. The total score on the success scale was significantly 
related to productivity during a busy week (r = .340), years of employment (r = .235), 
General EI for PT (r = .738), Self –Awareness for PT (r = .725) and Reading non-verbal 
cues (r = .664), all significant at the p < .01 level. Training clients in a commercial gym 
setting is also significantly related to success (r = .136), p < .05. Two items describing 
source of clientele were negatively related to success, significant at p < .001: Outside 
recreation space (r = -.195), and fitness agency (r = -.175). A full table of the SAAPT 
correlations can be found in Appendix N.  
Another correlation matrix revealed which variables were positively related to 
income, which is another potential indication of success. Productivity during a busy week 
(r = .390), years of employment (r = .427) and education level (r = .326) were positively 
related to income at the p < .001 level, also in Appendix N.  
Trainer intent items  
Items related to trainer intent were entered into a correlation matrix to see what 
relationship they had to success. The items “I educate my clients so that one day they will 
no longer depend on me” and “I train clients so they will be repeat personal training 
  90 
 
customers” were positively related to success (r = .603, and r = .285, respectively p < 
.05). The item “I train my clients so they will be lifelong customers of my services” was 
negatively related to success (r = -.375, p < .05).  
Regression Analyses 
Success as Outcome Variable 
A hierarchical stepwise regression analysis was performed using the total score of 
success on the SAAPT as the outcome variable with the significant correlates and EI 
subscale scores as predictors. The regression was performed in two steps to evaluate the 
contribution from work-related variables first, followed by EI sub-scales. In step one of 
the analyses, the predictors entered were: measures of weekly productivity during a busy 
week, years of employment, training clients in a commercial gym setting, fitness agency, 
and outside recreation space. These variables accounted for 19% of the variance in total 
success scores. Weekly productivity is the strongest predictor of success, beta value of 
.292, p < .0001.  
In step two of the analyses all three EI scales were entered as additional 
predictors. The model with the addition of the three EI scales accounted for 68% of the 
variance in total success scores. The EI scales show beta coefficients of .336 (General EI 
for personal trainers, Factor I), .275 (Self Awareness of Personal trainers, Factor II) and 
.255 (Reading non-verbal cues, Factor III), all significant at the p < .0001 level. 
Productivity during a busy week was also a significant predictor, beta value of .148, p 
<.0001. Years of employment has a beta value of .086 and was significant at the p < .05 
level. Training clients in a commercial gym setting was not a significant predictor, nor 
was outside recreation space or fitness agency (p > .05). The model summary for Step I 
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and II regression can be found in Table 4.7. All variables and their beta values can be 
found in Appendix O (Step I & II). The R squared increased from 0.192 to 0.677, p < 
.001. The Variance Inflation Factor (VIF) indicated a moderate amount of multi-
collinearity in the first two factors of EI.  
Table 4.7 
 
Hierarchical Regression: Step-wise Regression Predicting Success Using Fitness 
Agency, Outside Recreation Space Years of Employment, Location of Training and 
Weekly Productivity Along with EI Scales I-III. 















df1 df2 Sig. F 
Change 
1 .396a 0.157 0.174 8.76 0.157 13.687 3 221 0.001 
2 .822b 0.676 0.665 5.46 0.520 116.731 3 218 0.001 
a. Predictors: (Constant), Fitness Agency, Outside recreation space, Commercial gym setting, years of employment as a 
personal trainer, During a busy week... 
b. Predictors: (Constant), Fitness Agency, outside recreation space, Commercial gym setting, years of employment as a 
personal trainer, During a busy week..., Reading non-verbal Cues, General EI for PT, Self-Awareness for PT 
 
Source of clientele. Seventy-six percent of subjects get some proportion of their 
clients from a gym that is their employer. This variable “Clients from gym” was entered 
into a regression. Clients from gym accounts for less than one percent (.076%) of the 
variation in levels of success and is not a significant predictor of total success.  
A subsequent regression was performed using only the significant predictors from 
Step II: years of employment, productivity during a busy week and EI sub scales I-III In 
this analysis, years of employment had a beta value of .093, p < .05, productivity during a 
busy week had a beta value of .146, p < .001 (see Table 4.8). General EI for personal 
trainers (Factor I) had a beta value of .314, p < .001, while Self Awareness of Personal 
trainers (Factor II) had a beta value of .262, p < .001 and Reading non-verbal cues and 
conveying emotions to clients (Factor III) had a beta value of .271, p < .001 (Table 4.9 
  92 
 
and Appendix P). These variables account for 67% (p < .001) of the total variance in 
success scores. This result supports the hypothesis that EI is a significant predictor of 
success as a personal trainer above and beyond factors like how many sessions are 
performed and years of employment.  
Table 4.8 
 
Stepwise Regression, Success as Predicted by EI Scales I-III, Employment and 
Productivity  
Model Summary 












df1 df2 Sig. F 
Change 
1 .820a 0.673 0.665 5.48 0.67 90.09 5 219 0.001 
a. Predictors: (Constant), Reading non-verbal cues, How many years have you maintained employment as a personal 













B Std. Error Beta 
1 (Constant) 6.888 2.749   2.506 0.013 
Years of employment as 
a personal trainer 
0.520 0.225 0.093 2.310 0.022 
During a busy week... 1.198 0.333 0.146 3.595 0.001 
Commercial Gym setting -.016 .011 -.062 -1.365 .174 
Outside recreation space -.007 .025 -.012 -.285 .776 
General EI for PT 0.264 0.056 0.314 4.684 0.001 
Self-Awareness for PT 0.423 0.110 0.262 3.843 0.001 
Reading non-verbal cues 0.680 0.130 0.271 5.231 0.001 
a. Dependent Variable: Total score, SAAPT 
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Income as Outcome Variable 
A correlation matrix was performed to see what variables are significantly related 
to income, another indication of success. Earned income from personal training is related 
to productivity during a busy week r = .390, p < .001, education level r = .326, p < .001 
and years of employment as a personal trainer r = .427, p < .001. The EI subscales are not 
significantly related to income. A regression analysis was run to see the impact of each 
significantly correlated predictor. Approximately 29% of the variance in income can be 
accounted for by years of employment, beta value of .308 (p < .001), productivity during 
a busy week, beta of .287 (p < .001) and education level, beta .166 (p < .05). These 
analyses are shown in Tables 4.10 and 4.11 and Appendix Q.  
Table 4.10 
 
Model Summary, Regression of Income With Predictors of Busy Week, Education and 
Years of Employment 
Model R R Square Adjusted R 
Square 
Std. Error of the 
Estimate 


















B Std. Error Beta 
1 (Constant) -0.618 0.411   -1.503 0.134 
How many years have you maintained 
employment as a personal trainer? 
0.288 0.057 0.308 5.078 0.001 
During a busy week... 0.392 0.080 0.287 4.899 0.001 
Please indicate the highest level of 
education you have completed: 
0.236 0.086 0.166 2.753 0.006 
a. Dependent Variable: Earned Annual Income from Personal Training:  
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Discussion 
This work provides insights about predicting success in personal trainers, who 
bridge the gap between the fields of exercise, health, and wellness. Literature and 
qualitative research suggested that levels of emotional intelligence would be predictors of 
success in the field of personal training, as measured by professional development, 
financial stability and professional progression. Analyses revealed this to be the case with 
the sample used in this study. Correlations and regression analysis highlighted specific 
measures of EI and work-related variables that contribute most towards success, namely 
scores from the sub-scales of EI, education level and productivity during a busy week. 
To date there is no validated instrument measuring either emotional intelligence 
or success in the personal trainer field. Although the EIPT has not been validated 
previously, the results of this study demonstrate construct validity, seen in how three 
dimensions of EI show strong relationships to total success. EI was shown to be a 
statistically significant predictor of success, more so than other expected predictors like 
location of training, years of employment, education level and weekly productivity. The 
R squared when EI sub-scales were added along with these work-related variables was 
substantial, accounting for nearly 70% of the variance in level of total success, as 
opposed to the 16% attributed to work-related variables.  
In previous studies about predictors of job performance or career success, EI has 
been shown to be a significant predictor above and beyond other predictors like 
personality characteristics. In this current study, EI predicted career success above and 
beyond the variables of years of employment, weekly productivity and location of 
training session, specifically training in a commercial gym. The findings about the EIPT 
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and the SAAPT add useful data to the already published findings related to EI predicting 
job performance in other professions (Jena & Pradhan, 2014; Joseph et al., 2014; Joseph 
& Newman, 2010; O’Boyle et al., 2011). This finding supports the hypothesis that EI is 
the characteristic influencing the success level of personal trainers.  
Analysis also revealed that EI does not contribute significantly towards income, 
which is notable, in that success in this analysis was not measured by income alone. 
Success was a multi-factorial construct merging financial stability, professional 
development and professional progression. The weakness of the relationship between EI 
and income may be based on independent trainers (or those with a hybrid business of 
training in a corporate gym and working with private clients) setting their own price 
points and session package rates, which may vary based on years of experience, specialty 
of training and type of session. The strength of the relationship to EI and success may 
also be a result of method variance. The items about EI and success were worded 
similarly, using a 5-point Likert-type scale or 5-point frequency measure, while the one 
income item only asked subjects to indicate their range of annual income. Subjects may 
have responded similarly to the EI items and the success items, resulting in a stronger 
relationship. Success items in total had a wider range of measurement, measured in 3 
distinct factors while income was only measured by one item within a range of 7 
response options. This restriction of range in income data may have contributed towards 
the weaker relationship between EI and income.  
Limitations 
This analysis is not conclusive by any means – trainers incorporate all sorts of 
methods and strategies to cultivate a successful career. This study relied upon two 
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original instruments to measure EI and success. It is challenging to make comparisons to 
previous research to judge whether this work builds upon past investigations. The sample 
size was adequate for the purposes of this research but captured less than 1% of the 
estimated 300,000 working personal trainers in the United States. This sample may not be 
sufficient to generalize to such a large group of the workforce. Trainers themselves are 
not often able to respond to surveys, as their work requires hour-by-hour engagement, 
rather than desk work or idle time at a computer. Response rates from the two pools of 
qualified subjects, Survey Monkey and Qualtrics, was relatively low, with only 15% of 
all potential subjects invited responding. Only 10.8% of the Survey Monkey invitations 
resulted in a complete response. Only 17% of the Qualtrics invitations resulted in a 
complete response.  
This survey relied on self-report. Self-report has been known to induce socially 
desirable responses, potentially obscuring relationships between variables (van de Mortel, 
2008). A more accurate estimate for weekly productivity and earned income might have 
come from a managerial report, or IRS documents. Trainers may have over- or under- 
estimated their earnings and weekly productivity.  
Many of the survey invitations with the Survey Monkey link were sent by a team 
manager. This may have colored the survey for some trainers, based on their working 
relationship with their manager or place of employment. Some of the respondents were 
managers themselves, and their income is not based solely on working with clients, like 
trainers. Managers have steady income based on a more traditional work model, getting 
paid a salary. The demands of the salaried work leave little time for commission based 
training. Geographic location may also influence trainer income. Approximately two-
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thirds of the sample represent small towns and cities in the United States, whose median 
income differs from the remaining third located in large cities like New York City, Los 
Angeles, Miami and Seattle.  
There is also the nuance of training that cannot be captured in a quantitative 
instrument measuring EI. Trainers work with their clients to get results, often employing 
aspects of EI but also employing other techniques helpful in developing and cultivating a 
relationship. It may take continued research to capture those elements and measure them.  
Recommendations for future research include collecting data from the clients 
themselves. Melton (2011) held focus groups with women to ascertain their perspective 
on personal trainers, however her n = 5 sample size was relatively small and 
generalizations should not be made from such a small group. There are often proprietary 
restrictions on membership data bases at large scale fitness centers and gyms; acquiring 
subjects for focus groups continues to be a challenge. If exercise were a prescribed health 
care regimen, like a protocol of medication, perhaps clients, health care providers and 
trainers would be invested in developing methods of evaluating trainers for their 
effectiveness and success. More iterations of survey instruments might be created to meet 
the increased demand for high-quality trainers, and as a result more avenues for research 
might be pursued.  
Implications 
The data concerning obesity and sedentary lifestyles suggests that fitness 
professionals will continue to be in high demand. Preliminary results of using the EIPT to 
predict success as a personal trainer demonstrate that EI does predict success. Gym 
owners and entrepreneurial personal trainers can use this information to guide their career 
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trajectory, business practices, training, and hiring practices. Certification bodies may 
consider a module on emotional intelligence in addition to the current offerings of 
anatomy, kinesiology, functional mobility and program design. Projected growth 
estimates of the fitness profession demonstrate that continued research needs to be done 
to create a body of work to more thoroughly understand the attributes and characteristics 
required to be a successful personal trainer. EI interventions have been shown to be 
effective in pre-post studies where groups have been introduced to EI training materials 
and EI seminars (Schutte et al., 2013). Results indicate higher levels of performance on 
EI tests after training as compared to control groups, as well as higher levels of work 
morale and a decrease in work-related distress (Schutte et al., 2013).  
 
  99 
 
References 
Arthur, M. B., & Rousseau, D. M. (1996). Introduction: the boundaryless career as a 
new employment principle. New York: Oxford University Press. 
Ashkanasy, N. M., & Daus, C. S. (2005). Rumors of the death of emotional intelligence 
in organizational behavior are vastly exaggerated. Journal of Organizational 
Behavior, 26, 441-452.  
Bar-On, R. (2010b). Emotional intelligence: An integral part of positive psychology. 
South African Journal of Psychology, 40, 54-62.  
Bureau of Labor Statistics, United States Department of Labor,. (2016-17). Occupational 
Outlook Handbook, 2016-17 Edition, Fitness Trainers and Instructors. 
https://www.bls.gov/ooh/personal-care-and-service/fitness-trainers-and-
instructors.htm. 
Cote, S. (2014). Emotional intelligence in organizations. Annual Review of Organized 
Psychology and Organizational Behavior, 1, 59-88.  
Dries, N., Peppermans, R., & Carlier, O. (2008). Career success: Constructing a 
multidimensional model. Journal of Vocational Behavior, 73, 254-267.  
Dyke, L. S., & Murphy, S. A. (2006). How we define success: A qualitative study of 
what matters most to women and men. . Sex roles: A Journal of Research, 55, 
357-352.  
Friedman, S. D., & Greenhaus, J. H. (2000). Allies or Enemies? How Choices about work 
and family affect the quality of men’s and women’s lives. . New York: Oxford 
University Press. 
Gattiker, U. E., & Larwood, L. (1986). Subjective career success: A study of managers 
and support personnel. Journal of Business and Psychology, 1, 78-94.  
George, M. (2008). Interactions in expert service work: Demonstrating professionalism in 
personal training. Journal of Contemporary Ethnography, 37, 108-131.  
George, M. (2013). Seeking legitimacy: The professionalization of life coaching. 
Sociological Inquiry, 83, 179-208.  
Heslin, P. A. (2005). Conceptualizing and evaluating career success. Journal of 
Organizational Behavior, 26, 113-136.  
Jena, L. K., & Pradhan, R. K. (2014). Developing effective human resource for achieving 
business excellence: Role of emotional intelligence. Training and Development 
Journal, 5, 140-148.  
  100 
 
Jordan, P., & Lawrence, S. (2009). Emotional intelligence in teams: Development and 
initial validation of the short version of the Workgroup Emotional Intelligence 
Profile (WEIP-S). The Journal of Management and Organization, 15, 452-469.  
Joseph, D. L., Jin, J., Newman, D. A., & O’Boyle, E. H. (2014). Why does self-reported 
emotional intelligence predict job performance? A meta-analytic investigation of 
mixed EI. . Journal of Applied Psychology. 
doi:http://dx.doi.org/10.1037/a0037681 
Joseph, D. L., & Newman, D. A. (2010). Emotional intelligence: An integratrive meta-
analysis and cascading model. Journal of Applied Psychology, 95, 54-78.  
Maguire, J. S. (2001). Fit and flexible: The fitness industry, personal trainers and 
emotional service labor. Sociology of Sport Journal, 18, 379-402.  
Mayer, J. D., Salovey, P., Caruso, D. R., & Sitarenios, G. (2003). Measuring emotional 
intelligence with the MSCEIT V2.0. Emotion, 3, 97-105.  
McClaran, S. R. (2003). The effectiveness of personal training on changing attitudes 
towards physical activity. Journal of Sports Science and Medicine, 2, 10-14.  
Melton, D. I., Dail, T. K., Katula, J. A., & Mustian, K. M. (2010). The current state of 
personal training: Managers perspective. Journal of Strength and Conditioning 
Research, 24, 3173-3179.  
Melton, D. I., Dail, T. K., Katula, J. A., & Mustian, K. M. (2011). Women’s perspective 
of personal trainers: A qualitative study. Sport Journal, 14, 1-18.  
Melton, D. I., Katula, J. A., & Mustian, K. M. (2008). The current state of personal 
training: An industry perspective of personal trainers in a small southeast 
community. Journal of Strength and Conditioning Research, 22, 883-889.  
O’Boyle, E. H., Humphrey, R. H., Pollack, J. M., Hawver, T. H., & Story, P. A. (2011). 
The relation between emotional intelligence and job performance: A meta-
analysis. Journal of Organizational Behavior, 32, 788-818.  
Parker, B., & Chusmir, L. H. (1991). Motivation needs and their relationship to life 
success. Human Relations, 44, 1301-1313.  
Rode, J. C., Mooney, C. H., Arthaud-Day, M. L., Near, J. P., Baldwin, T. T., Rubin, R. 
S., & Bommer, W. H. (2007). Emotional intelligence and individual performance: 
Evidence of direct and moderated effects. Journal of Organizational Behavior, 
28, 399-421.  
Salovey, P., & Mayer, J. D. (1990). Emotional intelligence. Imagination, Cognition and 
Personality, 9, 185-211.  
  101 
 
Schutte, N. S., Malouff, J. M., Hall, L. E., Haggerty, D. J., Cooper, J. T., Golden, C. J., & 
Dornheim, L. (1998). Development and validation of a measure of emotional 
intelligence. Personality and Individual Differences, 25, 167-177.  
Schutte, N. S., Malouff, J. M., & Thorsteinsson, E. B. (2013). Increasing emotional 
intelligence through training: Current status and future directions The 
International Journal of Emotional Education, 5, 56-72.  
Storer, T. W., Dolezal, B. A., Berenc, M. N., Timmins, J. E., & Cooper, C. B. (2014). 
Effect of supervised, periodized exercise training vs. self-directed training on lean 
body mass and other fitness variables in health club members. Journal of Strength 
and Conditioning Research, 28, 1995 -2006.  
Thelwell, R. C., Lane, A. M., Weston, N. J. V., & Greenlees, I. A. (2008). Examining 
relationships between emotional intelligence and coaching efficacy. International 
Journal of Sports and Exercise Psychology, 6, 224-235.  
van de Mortel, T. F. (2008). Faking it: Social desirability response in self-report research. 
Australian Journal of Advanced Nursing, 25, 40-48 
 
  102 
 
REFERENCES FOR ALL FOUR CHAPTERS 
American College of Sports Medicine. ACSM Personal Trainer Exam Content Outline. 
1-18. http://certification.acsm.org/files/file/acsm-certified-personal-trainer-exam-
content-outline.pdf 
American Council on Exercise. (2017). ACE Fitness Personal Trainer Study Programs 
https://www.acefitness.org/fitness-certifications/personal-trainer-
certification/bundles.aspx 
Arthur, M. B., & Rousseau, D. M. (1996). Introduction: the boundaryless career as a 
new employment principle. New York: Oxford University Press. 
Ashkanasy, N. M., & Daus, C. S. (2005). Rumors of the death of emotional intelligence 
in organizational behavior are vastly exaggerated. Journal of Organizational 
Behavior, 26, 441-452.  
Bandura, A. (2001). Social Cognitive Theory: An agentic perspective. Annual Review 
Psychology, 52, 1-26.  
Bar-On, R. (2010a). Emotional intelligence: An integral part of positive psychlogy. South 
African Journal of Psychology, 40, 54-62.  
Bar-On, R. (2010b). Emotional intelligence: An integral part of positive psychology. 
South African Journal of Psychology, 40, 54-62.  
Brotheridge, C. M., Humphrey, R. H., Pollack, J. M., & Hawver, T. (2008). Leading with 
emotional labor. Journal of Managerial Psychology, 23, 151-168. 
doi:10.1108/02683940810850790 
Bureau of Labor Statistics, United States Department of Labor,. (2016-17). Occupational 
Outlook Handbook, 2016-17 Edition, Fitness Trainers and Instructors. 
https://www.bls.gov/ooh/personal-care-and-service/fitness-trainers-and-
instructors.htm. 
Callaghan, G., & Thompson, P. (2002). We recruit attitude: The selection and shaping of 
routine call center labor. Journal of Management Studies, 39, 233-255.  
Cote, S. (2014). Emotional intelligence in organizations. Annual Review of Organized 
Psychology and Organizational Behavior, 1, 59-88.  
Cress, M. E., Buchner, M., Prohaska, T., Rimmer, J., Brown, M., Macera, C., . . . 
Chodzko-Zajko, W. (2006). Best practices for physical activity programs and 
behavior counseling in older adult populations. European Review of Aging and 
Physical Activity, 3, 34-42.  
  103 
 
Dolence, M. J. (1991). Settiong the context for evaluation of recruitment and retention 
programs. . New Directions for Institutional Research, 70, 5-19.  
Dries, N., Peppermans, R., & Carlier, O. (2008). Career success: Constructing a 
multidimensional model. Journal of Vocational Behavior, 73, 254-267.  
Dyke, L. S., & Murphy, S. A. (2006). How we define success: A qualitative study of 
what matters most to women and men. . Sex roles: A Journal of Research, 55, 
357-352.  
Friedman, S. D., & Greenhaus, J. H. (2000). Allies or Enemies? How Choices about work 
and family affect the quality of men’s and women’s lives. . New York: Oxford 
University Press. 
Gattiker, U. E., & Larwood, L. (1986). Subjective career success: A study of managers 
and support personnel. Journal of Business and Psychology, 1, 78-94.  
George, M. (2008). Interactions in expert service work: Demonstrating professionalism in 
personal training. Journal of Contemporary Ethnography, 37, 108-131.  
George, M. (2013). Seeking legitimacy: The professionalization of life coaching. 
Sociological Inquiry, 83, 179-208.  
Goleman, D. (1995). Emotional Intelligence: why it can matter more than IQ. New York: 
Bantam Books. 
Greenhaus, J. H., Parasuraman, S., & Wormley, W. M. (1990). Effects of race on 
organizational experiences, job performance evaluations and career outcomes. 
Academy of Management Journal, 33, 64-86.  
Heslin, P. A. (2005). Conceptualizing and evaluating career success. Journal of 
Organizational Behavior, 26, 113-136.  
Hoffmans, J., Dries, N., & Peppermans, R. (2008). The career satisfaction scale: 
Response bias among men and women. Journal of Vocational Behavior, 73, 397-
403.  
Humphrey, R. H., Ashforth, B. E., & Diefendorff, J. M. (2015). The bright side of 
emotional labor. Journal of Organizational Behavior, 36, 749-769.  
Hur, W.-M., Moon, T.-W., & Jung, Y. S. (2013). Customer response to employee 
emotional labor: The structural relationship between emotional labor, job 
satisfaction and customer satisfaction Journal of Services Marketing, 29, 71-80.  
Hur, W.-M., Moon, T.-W., & Jung, Y. S. (2015). Customer response to employee 
emotional labor: The structural relationship between emotional labor, job 
satisfaction, and customer satisfaction. Journal of Services Marketing, 29, 71-80. 
doi:10.1108/jsm-07-2013-0161 
  104 
 
Jena, L. K., & Pradhan, R. K. (2014). Developing effective human resource for achieving 
business excellence: Role of emotional intelligence. Training and Development 
Journal, 5, 140-148.  
Johnson, H. A., & Spector, P. E. (2007). Service with a smile: Do emotional intelligence, 
gender, and autonomy moderate the emotional labor process? Journal of 
Occupational Health Psychology, 12(4), 319-333. doi:10.1037/1076-8998.12.4. 
319 
Jordan, P., & Lawrence, S. (2009). Emotional intelligence in teams: Development and 
initial validation of the short version of the Workgroup Emotional Intelligence 
Profile (WEIP-S). The Journal of Management and Organization, 15, 452-469.  
Joseph, D. L., Jin, J., Newman, D. A., & O’Boyle, E. H. (2014). Why does self-reported 
emotional intelligence predict job performance? A meta-analytic investigation of 
mixed EI. . Journal of Applied Psychology. doi:http://dx.doi.org/10.1037/ 
a0037681 
Joseph, D. L., & Newman, D. A. (2010). Emotional intelligence: An integratrive meta-
analysis and cascading model. Journal of Applied Psychology, 95, 54-78.  
Judge, T. A., Higgins, C. A., Thoresen, C. J., & Barrick, M. R. (1999). The big five 
personality traits, general mental ability and career success across the life span. 
Personnel Psychology, 52, 621-652.  
Kruml, S. M., & Geddes, D. (2000). Exploring the dimensions of emotional labor: The 
heart of Hochschilds work. Management Communication Quarterly, 14, 8-48.  
Maguire, J. S. (2001). Fit and flexible: The fitness industry, personal trainers and 
emotional service labor. Sociology of Sport Journal, 18, 379-402.  
Mayer, J. D., Salovey, P., Caruso, D. R., & Sitarenios, G. (2003). Measuring emotional 
intelligence with the MSCEIT V2.0. Emotion, 3, 97-105.  
McClaran, S. R. (2003). The effectiveness of personal training on changing attitudes 
towards physical activity. Journal of Sports Science and Medicine, 2, 10-14.  
Melton, D. I., Dail, T. K., Katula, J. A., & Mustian, K. M. (2010). The current state of 
personal training: Managers perspective. Journal of Strength and Conditioning 
Research, 24, 3173-3179.  
Melton, D. I., Dail, T. K., Katula, J. A., & Mustian, K. M. (2011). Women’s perspective 
of personal trainers: A qualitative study. Sport Journal, 14, 1-18.  
Melton, D. I., Katula, J. A., & Mustian, K. M. (2008). The current state of personal 
training: An industry perspective of personal trainers in a small southeast 
community. Journal of Strength and Conditioning Research, 22, 883-889.  
  105 
 
National Strength and Conditioning Association. (2018). Certified Strength and 
Conditioning Specialist Exam Description Retrieved from https://www.nsca.com 
/cscs-exam-description/#sf 
Ng, T. W. H., Eby, L. T., Sorenson, K. L., & Feldman, D. C. (2005). Predictors of 
objective and subjective career success: A meta-analysis. Personnel Psychology, 
58(367-408).  
O’Boyle, E. H., Humphrey, R. H., Pollack, J. M., Hawver, T. H., & Story, P. A. (2011). 
The relation between emotional intelligence and job performance: A meta-
analysis. Journal of Organizational Behavior, 32, 788-818.  
Ogden, C. L., Carroll, M. D., Fryar, C. D., & Flegal, K. M. (2015). Prevalence of obesity 
among adults and youth: United States, 2011-2014. Hyattsville, MD: NCHS data 
brief. 
Paris, K. A. (2000). Creating measures of success for your plan. In U. o. Wisconsin-
Madison (Ed.), University of Wisconsin System Board of Regents (pp. 1-22). 
Madison, Wisconsin. 
Parker, B., & Chusmir, L. H. (1991). Motivation needs and their relationship to life 
success. Human Relations, 44, 1301-1313.  
Parker, J. D. A., Keefer, K. V., & Wood, L. M. (2011). Toward a brief multidimensional 
assessment of emotional intelligence: Psychometric properties of the emotional 
quotient inventory-short form. Psychological Assessment, 23, 762-777.  
Rafaeli, A., & Sutton, R. I. (1987). Expression of emotion as part of the work role. The 
Academy of Management Review, 12, 23-37.  
Rode, J. C., Mooney, C. H., Arthaud-Day, M. L., Near, J. P., Baldwin, T. T., Rubin, R. 
S., & Bommer, W. H. (2007). Emotional intelligence and individual performance: 
Evidence of direct and moderated effects. Journal of Organizational Behavior, 
28, 399-421.  
Salovey, P., & Mayer, J. D. (1990). Emotional intelligence. Imagination, Cognition and 
Personality, 9, 185-211.  
Schutte, N. S., Malouff, J. M., Hall, L. E., Haggerty, D. J., Cooper, J. T., Golden, C. J., & 
Dornheim, L. (1998). Development and validation of a measure of emotional 
intelligence. Personality and Individual Differences, 25, 167-177.  
Schutte, N. S., Malouff, J. M., & Thorsteinsson, E. B. (2013). Increasing emotional 
intelligence through training: Current status and future directions The 
International Journal of Emotional Education, 5, 56-72.  
Seibert, S. E., & Kraimer, M. L. (2001). The five factor model of personality and career 
success. Journal of Vocational Behavior, 58, 1-21.  
  106 
 
Seibert, S. E., Kraimer, M. L., & Linden, R. C. (2001). A social captial theory of career 
success. the Academy of Management Journal, 44, 219-237.  
Storer, T. W., Dolezal, B. A., Berenc, M. N., Timmins, J. E., & Cooper, C. B. (2014). 
Effect of supervised, periodized exercise training vs. self-directed training on lean 
body mass and other fitness variables in health club members. Journal of Strength 
and Conditioning Research, 28, 1995 -2006.  
Thelwell, R. C., Lane, A. M., Weston, N. J. V., & Greenlees, I. A. (2008). Examining 
relationships between emotional intelligence and coaching efficacy. International 
Journal of Sports and Exercise Psychology, 6, 224-235.  
Tumbat, G. (2011). Co-constructing the service experience: Exploring the role of 
customer emotion management. Marketing Theory, 11, 187-206.  
van de Mortel, T. F. (2008). Faking it: Social desirability response in self-report research. 
Australian Journal of Advanced Nursing, 25, 40-48.  
Walter, F., Cole, M. S., & Humphrey, R. H. (2011). Emotional intelligence: Sine qua non 
of leadership or folderol. Academy of Management Perspectives, 45-59.  
 
  107 
 
APPENDICES 
Appendix A: First round of interview questions, Study Phase I 
Appendix B: Triangulation of EI domains with EL literature and PT expert interviews 
Appendix C: Total Items, Emotional Intelligence in Personal Training [EIPT] preliminary 
version  
Appendix D: Initial instrument draft  
Appendix E: Revisions item by item.  
Appendix F: Revised instrument: EIPT, 56 items  
Appendix G: Revised EIPT, 32 items  
Appendix H: Items and sub-domains, Success as a Personal Trainer [SAAPT], 22 items 
Appendix I: Revised SAAPT, 16 items  
Appendix J: Career Satisfaction Survey [CSS] (Greenhaus et al., 1990) 
Appendix K: Complete survey as seen by subjects, PDF attached  
Appendix L: Cronbach’s Alpha, EIPT, Factors I, II & III 
Appendix M: Cronbach’s Alpha, SAAPT, Factors I, II & III 
Appendix N: Correlations of Success, Income and demographics/work-related variables  
Appendix O: Regression of Success as outcome variable, Step I & II 
Appendix P: Regression with Success, predicted by EI scales, employment and 
productivity 
Appendix Q: Regression with Income as Outcome Variable, Model Summary  
  108 
 
Appendix A   
First round of interview questions, Study Phase I 
1. What qualities and characteristics do you think the most successful trainers possess? 
(Qualities X, Y, Z) 
1a. Can you please be specific about quality X?  
1b. How would this quality be recognized in this trainer?  
1c. How about Quality Y, Z? How do the clients recognize it?  
1d. Do the clients know that they are experiencing X?  
1e. Do clients seek this quality out above others? Why or why not?  
2. What role- if any- do trainers have in setting goals for clients?  
2b. Do they set them, adjust them, meet them?  
2c. What if clients do not reach their goals?  
3. If Quality X/Y/Z is an important factor, how do successful trainers convey that?  
3a.What does this particular thing look like, how is it manifesting within a training 
session – Is manifested within a training session?  
3b. What does the absence of X/Y/Z look like?  
3c. What other intangible qualities are associate with successful trainers? What do those 
qualities look like, sound like and what is their role in the training session?  
4. How do successful trainers get clients to stay motivated?  
4a. How do successful trainers work with unmotivated clients? Can you be specific – 
what does it look like and how is it effective?  
5. How do successful trainers get clients to return for more session? What does that look 
like and how it is recognized?  
  109 
 
Appendix B   
Triangulation of EI domains with EL literature and PT expert interviews 
Domain EI Literature 
Examples of Statements 
from Expert Interviews 
Self-Awareness [SA] 
 “Awareness of feelings as 
they occur” (Goleman, 1995) 
Appraisal and expression: In 
self leads to either verbal or 
non-verbal expression of 
emotion. (Salovey & Mayer, 
1990)   
PTE #4 interview 
“…First he has to have very 
good self-management 
skills.” 
Emotional Regulation [ER] 
 Reflective regulation of 
emotions to further emotional 
and intellectual growth 
(Schutte et al., 1998) 
Intentional mood regulation 
(Salovey & Mayer, 1990) 
PTE #4 interview 
“What is the reaction? Most 
personal trainers that I notice 
on the floor talk too much 
due to insecurity…” 
Motivation [MO] 
 Flexible planning: a good 
mood can set the potential for 
broader future possibilities 
and more varied future 
opportunities. (Salovey & 
Mayer, 1990) 
PTE #3 interview 
“...They come to the session 
and they are having a bad 
day…Sometimes you have 
to know when to motivate.  
PTE #3 interview 
“We agree to work towards 
[a specific goal]. It’s a 
motivator. It’s a carrot I can 
dangle and they have to 
come to me.” 
 Emotions in service of a goal- 
positive motivation (Goleman, 
1995) 
Re-directed attention: 
PTE #2 interview 
“This person is a very 
powerful person because it is 
through action that they 
  110 
 
Domain EI Literature 
Examples of Statements 
from Expert Interviews 
allocation of emotional 
resources towards best 
possible outcome. (Salovey & 
Mayer, 1990). 
Motivation: persistence 
towards challenging tasks - 
positive mood states as 
opportunity to increase 
confidence in the face of 
obstacles. (Salovey & Mayer, 
1990) 
George (2008) described 
observing motivation through 
trainer and client interaction. 
Trainers who create personal 
relationships, provide 
accountability and cultivate 
warmth through listening 
skills can motivate clients 
through verbal instruction and 
positive feedback. 
Reprioritize internal and 
external demands for 




“Some people you give them 
the plan and also you check 
on them in a month. Some 
people you have to check on 
them every session. I will try 
to educate them first of all 
with examples. Some people 
like to read so give them 
articles.” 
PTE #3 interview 
“Then good listening skills. 
Being able to decipher what 
someone is saying through 
the lines…” 
PTE interview #2 
“We are trying to model 
excellence. It is by behavior 
change which is very 
challenging.” 
Empathy [EM] 
 Empathy is described as “the 
ability to comprehend 
another’s feelings and to re-
experience them oneself” 
(Salovey & Mayer, 1990) 
PTE interview #2 
“The demand will come 
when clients themselves start 
to say I want to be with a 
real person. Someone who 
has actually lived and 
overcome. (example) I know 
there will be challenges but 
don’t worry I’ve been there 
before. I will walk you 
through it.” 
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Domain EI Literature 
Examples of Statements 
from Expert Interviews 
  PTE #3 interview 
“I’ll get personal and say 
something like ‘when I was 
going through X. I pull out 
my statistics from my other 
clients and I would say about 
90% of my clients go 
through the same burnout 
phase that you’re going 
through… I think having 
empathy, that’s really, really 
important…” 
Handling Relationships [HR]  
 Thelwell et al. (2008) 
Individuals with high levels of 
EI cope better with job related 
tension and deal well with 
conflict (Brotheridge et al., 
2008; Humphrey, Ashforth, & 
Diefendorff, 2015) 
Emotional Labor – when 
part of the job is to express 
socially desirable emotions. 
“Service with a smile” 
Internal regulation is required 
for display of appropriate 
emotions.  
PTE #4 interview 
“…how to deal with 
different people. Because 
every person is different…” 
PTE #2 interview 
“Customer service is 
essentially how you get your 
client engaged in this 
dynamic that we have… 
Because you are of service to 
the person who just needs a 
little bit of a push and it 
starts with praise…You’re 
seeing the good in people.”  
PTE #4 interview 
“It all happens in the first 
session. It’s something about 
that person that I’m 
comfortable to be with that 
person. People feel that, they 
don’t know what it is. But 
over time they discover this. 
That person, he listens to me. 
He cares about me. 
Items were then adapted to suit the subjects under study. Table 3 shows a summary of OI 
and items for each domain.   
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Appendix C   

















7 1 10 4 3 
Item(s) 14 4 17 7 8 
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Appendix D   
Initial Instrument Draft  
*:  Original Item 
EIE: Item critiqued by EI expert 
PTE:  Items critiqued PT expert 







Regulation  Motivation Empathy  
Handling 
Relationships  
 SA ER MO EM HR 
1. I feel a sense of 




    
2. I can recognize 
what I am 




*     





before I verbally 
express them to 
a client during 
our session.  
* 
EIE 
    
4. I feel connected 






    
5. I feel it is an 
important part of 
my job as a 
trainer to be 





    






Regulation  Motivation Empathy  
Handling 
Relationships  
 SA ER MO EM HR 
6. I can recognize 
and name the 
non-verbal 
messages I am 




    
7. I can easily tell 
what effect my 
emotions have 
on my work 
with my clients.  
*     
8. I verbally 
express feelings 









    
9. I am able to 
handle feeling 
frustrated with 








    











    











    






Regulation  Motivation Empathy  
Handling 
Relationships  
 SA ER MO EM HR 
12. It is important 







    
13. I believe some 
emotions and 
mood states can 
have a 
motivating 
effect on my 
clients during 




    
14. I think it’s ok 














   
15. If I am in a bad 
mood while 
working with a 
client, I let it 
show in my 
body language 







   
16. I believe I am 
good at telling 
the difference 
between feeling 
an emotion and 
acting on it.  
 * 
IC 
   






Regulation  Motivation Empathy  
Handling 
Relationships  
 SA ER MO EM HR 
17. I feel in control 
of my own 
emotions while 
I am training a 
client 
regardless of 
what the client 
may be doing.  
 * 
IC 
   








  * 
IC 
  
19. In my own life, 
I can delay 
instant 
gratification in 
favor of my 
fitness and 
health goals.  
  *   




service of my 
client’s goals.  
  * 
IC 
  
21. I am able to use 
my personal 
emotions and 
the emotions of 




  *   




intensity so that 
it’s challenging 
yet manageable 
for my clients.  










Regulation  Motivation Empathy  
Handling 
Relationships  
 SA ER MO EM HR 
23. When I train 




their task; I 
remain 
engaged.  
  *   







they will need 
to be successful 
before, during 
and after their 
sessions.  
  * 
EIE 
  





with just the 
right amount of 
anxiety about 
the outcome.  
  * 
IC 
  





  * 
EIE 
  
27. I believe 
discipline is 
required in 
order to see 
progress.  
  *   
28. When I make 
an appointment 
with a client, I 
do my very 
best to keep it.  
  * 
EIE 
  






Regulation  Motivation Empathy  
Handling 
Relationships  
 SA ER MO EM HR 
29. I learn my 
client’s 
communication 
style – text, 
email, verbal, 
phone – and 
use it 
consistently.  
  *   
30. I prepare for 
my sessions in 
advance.  




31. I feel it’s 





my sessions in 
advance.  




32. I always have a 
plan B.  
  * 
EIE 
  
33. I send clients 
regular follow 





  *   
34. If I think my 
client needs 





links to assist 
them.  
  * 
IC 
  
35. I can sense my 
client’s mood 
and emotional 




   * 
PTE 
 






Regulation  Motivation Empathy  
Handling 
Relationships  
 SA ER MO EM HR 
36. When I hear 
about my 
client’s life, I 
put myself in 
their shoes so I 
can feel what 
they are 
feeling.  
   *  
37. It is 
challenging for 
me to relate to 
how my clients 
feel.  
   *  
38. When my 
clients feel 
frustrated and 
want to quit, I 
can understand 
how they feel.  
   * 
PTE 
 
39. I celebrate even 
the smallest 
victories with 
my clients as if 
it were their 
victory too.  
   * 
PTE 
 
40. It is easy for 
me to interpret 
body language, 






sending me.  
   * 
PTE 
 




what it feels 
like to be de-
conditioned 
and struggling 
with fitness.  










Regulation  Motivation Empathy  
Handling 
Relationships  
 SA ER MO EM HR 
42. I know how to 
negotiate with 






    * 
43. I can easily 
settle a 
disagreement 




    * 
IC 
44. I refer clients to 
other trainers 




    * 
IC 
45. I don’t think 
it’s important 
for me to 
establish a 
connection 
with my clients 
– I keep myself 
at a distance. 
Reverse code  
    * 
IC 
46. As soon as I 






    * 
IC 






Regulation  Motivation Empathy  
Handling 
Relationships  
 SA ER MO EM HR 










verbal cues.  
    * 
IC 
PTE 
48. I agree that 
beneath some 
client’s anger 
there is often a 
deep feeling of 
pain.  
    * 
EIE 








    * 
Sub Domain #1: Self-awareness/Appraisal and expression [SA] 
Sub Domain #2: Managing Emotions /Emotional Regulation [ER] 
Sub Domain #3: Motivating [MO] 
Sub Domain #4: Recognizing emotions in others: as in empathy [EM] 
Sub-Domain #5: Handling relationships [HR] 
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Appendix E   
Revisions Item by Item 
Revised Item Original Item 
1. I feel a sense of control over my emotions No Change 
2. I can recognize what I am feeling before 
I work one-on-one with someone. 
No Change 
3. I can easily recognize feelings like 
impatience when I am training clients.  
Revised to reflect less ambiguity – only 
asking about impatience and clearly 
from the trainers perspective  
3. I can easily recognize feelings like 
impatience and frustration before I verbally 
express them to a client during our session. 
4. I feel connected to my own emotions 
when I am training clients.  
Revised to include specific time and 
circumstance.  
4. I feel connected to my own emotions 
5. I feel it is an important part of my job as 
a trainer to be aware of my emotional 
health.  
No change 
6. I can recognize the non-verbal messages 
I am sending to a client while I am listening 
to them. 
Revised to specify what trainer is doing 
while evaluating own behavior.  
6. I can recognize and name the non-verbal 
messages I am sending to a client.  
7. I can easily tell what effect my emotions 
have on my work with my clients. 
No change 
8. I clearly express feelings of optimism and 
confidence in my client’s progress during 
and after our session.  
No change 
9. I verbally express feelings of frustration 
when clients don’t reach their fitness goals. 
Reverse code 
Language altered for clarity 
9. I verbally express feelings of frustration 
or disappointment when clients don’t reach 
their fitness goals.  
10. I am able to handle feeling frustrated 
with a client.  
Revised to evaluate only one emotion, 
frustration. Moved to sub-domain 
Emotional Regulation [ER] 
10. I am able to handle feeling frustrated 
with a client and will continue to work 
towards their fitness goals 
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Revised Item Original Item 
11. I make sure to offer praise, 
encouragement and rewarding affirmation 
to my client during the session.  
No change 
12. I think it is important for trainers to 
handle their own emotions before they are 
in session with clients. 
Language altered for clarity 
12. I think it’s important for trainers to 
handle their own emotions well before they 
are in a session with clients.  
13. It is important for trainers to have 
healthy emotional boundaries with clients. 
No change 
14. I believe some emotions can have a 
motivating effect during our session.  
Language altered for clarity  
14. I believe some emotions and mood 
states can have a motivating effect on my 
clients during and after our session.  
15. I think its ok for trainers to openly 
display feelings of disappointment towards 
their clients during the training session. 
Reverse coded 
Revised to reflect only one emotion: 
disgust 
15. I think it’s ok for trainers to openly 
display feelings of disappointment, disgust 
or frustration towards their clients during 
the training session. Reverse coded 
16. If I am in a bad mood while working 
with a client, I let it show in my body 
language. Reverse coded 
Revised to evaluate one expression: body 
language. 
16. If I am in a bad mood while working 
with a client, I let it show in my body 
language and tone of voice. Reverse coded 
17. I believe I am good at telling the 
difference between feeling an emotion and 
acting on it. 
No change 
18. I feel in control of my own emotions 
while I am training a client regardless of 
what the client may be doing. 
No change 
19. I am able to handle feeling frustrated 
with a client.  
Revised to evaluate only one emotion, 
frustration. Moved to sub-domain 
Emotional Regulation [ER] 
(previously SA 10) 
I am able to handle feeling frustrated with a 
client and will continue to work towards 
their fitness goals.  
20. I know when to speak about my 
personal issues with clients. (Schutte et al., 
1998) 
New item, added after Dissertation 
Proposal Hearing feedback.  
21. When my mood changes, I see new 
possibilities. (Schutte et al., 1998) 
New item, added after Dissertation 
Proposal Hearing feedback. 
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Revised Item Original Item 
22. When experiencing a positive emotion, 
I know how to make it last. (Schutte et al., 
1998) 
New item, added after Dissertation 
Proposal Hearing feedback. 
23. I have control over my emotions when I 
am training a client. (Schutte et al., 1998) 
New item, added after Dissertation 
Proposal Hearing feedback. 
24. I like to share my emotions with others. 
(Schutte et al., 1998) 
New item, added after Dissertation 
Proposal Hearing feedback. 
25. When I am upset about something not 
related to the client, I can focus on my 
client.  
New item, added after Dissertation 
Proposal Hearing feedback. 
26. I can easily maintain my enthusiasm 
and persistence even when my client 
experiences setbacks. 
No change 
27. In my own life, I can delay instant 
gratification in favor of my fitness and 
health goals. 
No change 
28. I can personally withstand stress in 
service of my client’s goals. 
Language altered for clarity.  
28. I can personally withstand stress and 
remain organized in service of my client’s 
goals.  
29. I am able to use emotions to help my 
clients achieve their goals. 
Language altered for clarity 
29. I am able to use my personal emotions 
and the emotions of my client to help them 
achieve their goals.  
30. I adjust the level of physical intensity so 
that it’s challenging yet manageable for my 
clients. 
Revised to reflect just one adjustment: 
physical intensity.  
23. I adjust the level of physical or mental 
intensity to that it’s challenging yet 
manageable for my clients. 
31. When I train clients, I keep my emotions 
positive and aligned with their task; I 
remain engaged. 
No change 
32. I actively encourage my clients to 
practice the physical skills they will need to 
be successful during their sessions.  
Revised to reflect one specific skill, time 
and place: physical skills needed during 
workout session. 
25. I actively encourage my clients to 
practice and rehearse the physical and 
mental skills they will need to be successful 
before, during and after their sessions.  
33. It’s important to stay motivated with an 
enthusiastic attitude mixed with anxiety 
about the outcome. 
Language altered for clarity  
33. It’s important to stay motivated with an 
enthusiastic attitude mixed with just the 
right amount of anxiety about the outcome.  
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Revised Item Original Item 
34. In my opinion, my client’s failure is 
temporary and manageable.  
No change 
35. I believe discipline is required in order 
to see progress 
No change 
36. When I make an appointment with a 
client, I do my very best to keep it. 
No change 
37. I learn my client’s communication 
preference – text, email, verbal, phone – 
and use it consistently. 
Language altered for clarity 
37. I learn my client’s communication style 
–text, email, verbal, phone – and use it 
consistently.  
38. I prepare for my sessions in advance.  No change 
39. I feel it’s important to be mentally 
prepared for my sessions. 
Revised to reflect measurement of just 
one type of preparation at one time: 
mental preparation done in advance.  
32. I feel it’s important to be mentally, 
physically and emotionally prepared for my 
sessions in advance. 
40. I always have a backup plan if the 
session is not unfolding as expected. 
Revised for specific language.  
33. I think that the best coaches and 
trainers always have a plan B. 
41. I send my clients regular follow up 
emails and relevant research without being 
asked. 
Language altered for clarity. 
41. The best trainers and coaches send their 
clients regular follow-up emails and 
relevant research without being asked.  
42. If I think my client needs extra support, 
I provide materials.  
Language altered for clarity. 
42. If I think my clients need extra support, 
I provide materials like videos, emails, 
articles and links to assist them.  
43. I can sense my client’s mood and 
emotional state by their body language 
during the session. 
No change 
44. When I hear about my client’s life, I put 
myself in their shoes so I can feel what they 
are feeling. 
No change 
45. It is challenging for me to relate to how 
my clients feel. Reverse coded.  
No change 
46. When my clients want to quit, I can 
understand how they feel.  
Language altered for clarity. 
46. When my clients feel frustrated and 
want to quit, I can understand how they 
feel.  
47. I celebrate even the smallest victories 
with my clients as if it were my victory too. 
Language altered for clarity. 
47. The best trainers and coaches celebrate 
even the smallest victories with their clients 
as if it were their victory too.  
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Revised Item Original Item 
48. It is easy for me to interpret body 
language. 
Language altered for clarity. 
48. It is easy for me to interpret body 
language, tone of voice and other non-
verbal emotional messages my clients are 
sending me.  
49. I understand what it feels like to be 
struggling with fitness. 
Language altered for clarity. 
49. The best trainers and coaches 
understand what it feels like to be de-
conditioned and struggling with fitness.  
49. I know how to negotiate with my clients 
so they can continue to progress towards 
their goals. 
No change 
50. I can easily settle a disagreement with a 
client while remaining professional. 
No change 
51. I refer clients to other trainers and 
experts if our relationship is not productive. 
No change 
52. I prefer to keep a professional distance. 
Reverse code 
Language revised for clarity. 
52. I don’t think it’s important for me to 
establish a connection with my clients- I 
keep myself at a distance.  
53. As soon as I meet a client, I am 
assessing their body language and facial 
expression. 
No change 
54. I can detect and develop insights about 
client’s motivations by reading non-verbal 
cues. 
Language revised for clarity. 
54. The best trainers and coaches can detect 
and develop insights about client’s 
motivations and concerns by reading non-
verbal cues.  
55. I agree that beneath some client’s anger 
there is often a deep feeling of pain.  
No change 
56. I understand what lies underneath a 
client’s emotion. 
Language revised for clarity. 
56. The best trainers and coaches 
understand what lies underneath a client’s 
emotion.  
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Appendix F   
Revised instrument: Emotional Intelligence in Personal Training [EIPT], 56 items  
6. I feel a sense of control over my emotions. 
o Never/Almost never 
o Seldom 
o Sometimes  
o Often 
o Almost always/Always 
7. I can recognize what I am feeling before I work one-on-one with someone.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often 
o Almost always/Always 
8. I can easily recognize feelings like impatience when I am training clients.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often 
o Almost always/Always 
9. I feel connected to my own emotions when I am training clients.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often 
o Almost always/Always 
10. I feel it is an important part of my job as a trainer to be aware of my emotional health.  
o Strongly disagree 
o Disagree 
o Not sure  
o Agree 
o Strongly agree 
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11. I can recognize and name the non-verbal messages I am sending to a client when I am 
listening to them.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often 
o Almost always/Always 
12. I can easily tell what effect my emotions have on my work with my clients.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often 
o Almost always/Always 
13. I clearly express feelings of optimism and confidence in my client’s progress during 
and after our session.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often 
o Almost always/Always 
14. I verbally express feelings of frustration when clients don’t reach their fitness goals.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often 
o Almost always/Always 
15. I am able to handle feeling frustrated with a client.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often 
o Almost always/Always 
16. I make sure to offer praise, encouragement and rewarding affirmation to my client 
during the session.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often 
o Almost always/Always 
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17. I think it is important for trainers to handle their own emotions before they are in 
session with clients.  
o Strongly disagree 
o Disagree 
o Not sure  
o Agree 
o Strongly agree 
18. It is important for trainers to have healthy emotional boundaries with clients.  
o Strongly disagree 
o Disagree 
o Not sure  
o Agree 
o Strongly agree 
19. I believe some emotions can have a motivating effect on my clients during our 
session.  
o Strongly disagree 
o Disagree 
o Not sure  
o Agree 
o Strongly agree 
20. I think it is ok for trainers to openly display feelings of disappointment towards their 
clients during the training session.  
o Strongly disagree 
o Disagree 
o Not sure  
o Agree 
o Strongly agree 
21. If I am in a bad mood while working with a client, I let it show in my body language.  
o Never/Almost never 
o Seldom 
o Sometimes 
o Often  
o Always/Almost always 
22. I believe I am good at telling the difference between feeling an emotion and acting on 
it.  
o Strongly disagree 
o Disagree 
o Not sure 
o Agree 
o Strongly agree 
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23. I feel in control of my own emotions while I am training a client regardless of what 
the client may be doing.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often 
o Always/Almost always  
24. I know when to speak about my personal issues with clients.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often 
o Always/Almost always  
25. When my mood changes, I see new possibilities.  
o Strongly disagree 
o Disagree 
o Not sure  
o Agree  
o Strongly agree  
26. When experiencing a positive emotion, I know how to make it last.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often 
o Always/Almost always  
27. I have control over my emotions when I am training a client.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often 
o Always/Almost always  
28. I like to share my emotions with others.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often 
o Always/Almost always  
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29. When I am upset about something not related to the client, I can focus on the client.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often 
o Always/Almost always  
30. I can easily maintain my enthusiasm and persistence even when my client experiences 
setbacks.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often 
o Always/Almost always  
31. In my own life, I can delay instant gratification in favor of my fitness and health 
goals.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often 
o Always/Almost always  
32. I can personally withstand stress in service of my client’s goals.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often 
o Always/Almost always  
33. I am able to use emotions to help my clients achieve their goals.  
o Strongly disagree 
o Disagree 
o Not sure  
o Agree 
o Strongly agree 
34. I adjust the level of physical intensity so that it’s challenging yet manageable for my 
clients.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often 
o Always/Almost always  
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35. When I train clients, I keep my emotions positive and aligned with their task; I remain 
engaged.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often 
o Always/Almost always  
36. I actively encourage my clients to practice the physical skills they will need to be 
successful during their sessions.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often 
o Always/Almost always  
37. It is important to stay motivated with an enthusiastic attitude mixed with anxiety 
about the outcome.  
o Strongly disagree  
o Disagree 
o Somewhat agree 
o Agree 
o Strongly agree 
38. In my opinion, my client’s failure is temporary and manageable.  
o Strongly disagree  
o Disagree 
o Somewhat agree 
o Agree 
o Strongly agree 
39. I believe discipline is required in order to see progress.  
o Strongly disagree  
o Disagree 
o Somewhat agree 
o Agree 
o Strongly agree 
40. When I make an appointment with a client, I do my very best to keep it.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often  
o Always/Almost always 
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41. I learn my client’s communication preference – text, email, verbal, phone – and use it 
consistently.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often  
o Always/Almost always  
42. I prepare for my sessions in advance.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often  
o Always/Almost always  
43. I feel it’s important to be mentally prepared for my sessions in advance.  
o Strongly disagree 
o Disagree 
o Somewhat agree 
o Agree 
o Strongly agree 
44. I always have a backup plan if the session is not unfolding as expected.  
o Strongly disagree 
o Disagree 
o Somewhat agree 
o Agree 
o Strongly agree 
45. I send clients regular follow up emails and relevant research without being asked.  
o Strongly disagree 
o Disagree 
o Somewhat agree 
o Agree 
o Strongly agree 
46. If I think my client needs extra support, I provide materials.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often  
o Always/Almost always  
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47. I can sense my client’s mood and emotional state by their body language during the 
session.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often  
o Always/Almost always  
48. When I hear about my client’s life, I put myself in their shoes so I can feel what they 
are feeling.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often  
o Always/Almost always  
49. It is challenging for me to relate to how my clients feel.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often  
o Always/Almost always  
50. When my clients feel want to quit, I can understand how they feel.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often  
o Always/Almost always  
51. I celebrate even the smallest victories with my clients as if it were their victory too.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often  
o Always/Almost always  
52. It is easy for me to interpret body language.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often  
o Always/Almost always  
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53. I understand what it feels like to be struggling with fitness.  
o Strongly disagree 
o Disagree 
o Not sure 
o Agree 
o Strongly agree  
54. I know how to negotiate with my clients so they can continue to progress towards 
their goals.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often  
o Always/Almost always  
55. I can easily settle a disagreement with a client while remaining professional.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often  
o Always/Almost always  
56. I refer clients to other trainers and experts if our relationship is not productive.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often  
o Always/Almost always  
57. I prefer to keep a professional distance.  
o Strongly disagree  
o Disagree 
o Not sure  
o Agree 
o Strongly agree  
58. As soon as I meet a client, I am assessing their body language and facial expression.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often  
o Always/Almost always  
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59. I can detect and develop insights about client’s motivations by reading non-verbal 
cues.  
o Strongly disagree  
o Disagree  
o Not sure  
o Agree  
o Strongly agree  
60. I agree that beneath some client’s anger there is often a deep feeling of pain.  
o Strongly disagree  
o Disagree  
o Not sure  
o Agree  
o Strongly agree  
61. I understand what lies underneath a client’s emotion.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often  
o Always/Almost always 
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Appendix G   
Revised EIPT, 32 items  
1. I adjust the level of physical intensity so that it’s challenging yet manageable for my 
clients.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often 
o Always/Almost always  
2. I can easily maintain my enthusiasm and persistence even when my client experiences 
setbacks.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often 
o Always/Almost always  
3. When I make an appointment with a client, I do my very best to keep it.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often  
o Always/Almost always 
4. I feel in control of my own emotions while I am training a client regardless of what 
the client may be doing.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often 
o Always/Almost always  
5. If I think my client needs extra support, I provide materials.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often  
o Always/Almost always  
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6. When I train clients, I keep my emotions positive and aligned with their task; I remain 
engaged.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often 
o Always/Almost always  
7. I learn my client’s communication preference – text, email, verbal, phone – and use it 
consistently.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often  
o Always/Almost always  
8. I make sure to offer praise, encouragement and rewarding affirmation to my client 
during the session.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often 
o Almost always/Always 
9. I clearly express feelings of optimism and confidence in my client’s progress during 
and after our session.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often 
o Almost always/Always 
10. I actively encourage my clients to practice the physical skills they will need to be 
successful during their sessions.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often 
o Always/Almost always  
11. I have control over my emotions when I am training a client.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often 
o Always/Almost always  
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12. I know how to negotiate with my clients so they can continue to progress towards 
their goals.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often  
o Always/Almost always  
13. I feel a sense of control over my emotions. 
o Never/Almost never 
o Seldom 
o Sometimes  
o Often 
o Almost always/Always 
14. I can sense my client’s mood and emotional state by their body language during the 
session.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often  
o Always/Almost always  
15. I prepare for my sessions in advance.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often  
o Always/Almost always  
16. It is important for trainers to have healthy emotional boundaries with clients.  
o Strongly disagree 
o Disagree 
o Not sure  
o Agree 
o Strongly agree 
17. I feel it is an important part of my job as a trainer to be aware of my emotional health.  
o Strongly disagree 
o Disagree 
o Not sure  
o Agree 
o Strongly agree 
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18. I feel connected to my own emotions when I am training clients.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often 
o Almost always/Always 
19. I can recognize and name the non-verbal messages I am sending to a client when I am 
listening to them.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often 
o Almost always/Always 
20. I can easily recognize feelings like impatience when I am training clients.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often 
o Almost always/Always 
21. When experiencing a positive emotion, I know how to make it last.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often 
o Always/Almost always  
22. I can easily tell what effect my emotions have on my work with my clients.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often 
o Almost always/Always 
23. As soon as I meet a client, I am assessing their body language and facial expression.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often  
o Always/Almost always  
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24. I can personally withstand stress in service of my client’s goals.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often 
o Always/Almost always  
25. I can recognize what I am feeling before I work one-on-one with someone.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often 
o Almost always/Always 
26. I am able to handle feeling frustrated with a client.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often 
o Almost always/Always 
27. I am able to use emotions to help my clients achieve their goals.  
o Strongly disagree 
o Disagree 
o Not sure  
o Agree 
o Strongly agree 
28. I can detect and develop insights about client’s motivations by reading non-verbal 
cues.  
o Strongly disagree  
o Disagree  
o Not sure  
o Agree  
o Strongly agree  
29. I like to share my emotions with others.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often 
o Always/Almost always  
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30. I agree that beneath some client’s anger there is often a deep feeling of pain.  
o Strongly disagree  
o Disagree  
o Not sure  
o Agree  
o Strongly agree  
31. When my mood changes, I see new possibilities.  
o Strongly disagree 
o Disagree 
o Not sure  
o Agree  
o Strongly agree  
32. It is easy for me to interpret body language.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often  
o Always/Almost always  
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Appendix H   
Items and sub-domains, Success as a Personal Trainer [SAAPT] 
* = academic literature 
** = Interviews 1, 2 and 3 as well as overlap in literature 
*** = Interviews 2 and 3 
**** = added after pilot test feedback 















Items 1 1 1 3 1 
 




























Objective Career Success 
 












the last 2 
years 
1. During my work as a 
personal trainer, the 
rates my clients pay for 
my service has 
increased… (Pay 
increase)*  
     
2. During my work as a 
personal trainer, I have 
progressed 
professionally to the 
next level status of 
trainer… (Employment 
promotion)* 
     
3. During my work as a      




Objective Career Success 
 












the last 2 
years 
personal trainer, my 








Objective career success 
Strongly 
Disagree 
Disagree Not sure Agree Strongly 
agree 
4. During my work as a 
personal trainer, I 
currently earn income 





financial capacity to 
meet needs of daily 
life)** 
     
5. In my work as a 
personal trainer, I am 
financially secure for 
my short term needs. 
(Consistent financial 
capacity to meet needs 
of daily life). ** 
     
6. In my work as a 
personal trainer, I am 
currently financially 
secure to meet my long 
term financial goals. 
(Consistent financial 
capacity to meet needs 
of daily life). ** 
     
7. I am able to maintain 
clientele for financial 
stability.(Varied skill 
set for financial 
stability) ** 
     




Subjective career success 
Strongly 
Disagree 
Disagree Not sure Agree Strongly 
agree 
8. I personally set my 
own career goals.  
(Career satisfaction**) 
     
9. I train my clients so 
they will be lifelong 
customers of my 
services. (Trainer 
intent**) 
     
10. My personal career 
goals match the best 
practices in my 
industry.  
(Career satisfaction**) 
     
11. I embrace technical 
mastery within various 
skill sets as an 
indication of my career 
success. (Passion for 
excellence***) 
     
12. It’s more important 
that my clients respect 
me rather than like me. 
(Trainer intent***) 
     
13. If I meet my goals, I 




     
14. I evaluate my career 




     
15. I accept responsibility 





     
16. I educate my clients, 
so that one day they 
will no longer depend 
on me. (Trainer 
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Domain:  
Subjective career success 
Strongly 
Disagree 
Disagree Not sure Agree Strongly 
agree 
intent***) 
17. While at work as a 
personal trainer, I feel 





     
18. My attitude and 
professional demeanor 
add a positive 
contribution to the 
work atmosphere. 
(Contribution **) 
     
19. I maximize the 
learning opportunities 
around me. (Passion 
for excellence ***) 
     
20. I have the habits that 
help me acquire skill 
sets that I use while 
training. (Habits to 
facilitate skill 
acquisition ***) 
     
21. I evaluate if I have 
accomplished the goals 
I set for myself. 
(Personal 
accountability ***) 
     
22. I train clients so that 
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Appendix I   
Success as a Personal Trainer [SAAPT] 
33. During my work as a personal trainer, the rates my clients pay for my service has 
increased.  
o Never 
o More than 10 years ago 
o Between 5-10 years ago 
o Within the last 2-5 years  
o Within the last 2 years.  
34. During my work as a personal trainer, I have progressed professionally to the next 
level status of trainer.  
o Never 
o More than 10 years ago 
o Between 5-10 years ago 
o Within the last 2-5 years  
o Within the last 2 years.  
35. During my work as a personal trainer, my workload has reflected additional 
opportunities for leadership. 
o Never 
o More than 10 years ago 
o Between 5-10 years ago 
o Within the last 2-5 years  
o Within the last 2 years.  
36. During my work as a personal trainer, I currently earn income that covers my 
monthly expenses: housing, food, transportation and utilities. 
o Strongly disagree 
o Disagree 
o Not sure  
o Agree 
o Strongly agree  
37. In my work as a personal trainer, I am financially secure for my short term needs.  
o Strongly disagree 
o Disagree 
o Not sure  
o Agree 
o Strongly agree  
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38. In my work as a personal trainer, I am currently financially secure to meet my long 
term financial goals.  
o Strongly disagree 
o Disagree 
o Not sure  
o Agree 
o Strongly agree  
39. I personally set my own career goals.  
o Never/Almost never 
o Seldom 
o Sometimes  
o Often  
o Always/Almost always  
40. My personal career goals match the best practices in my industry.  
o Strongly disagree 
o Disagree 
o Not sure  
o Agree  
o Strongly agree  
41. I maximize the learning opportunities around me.  
o Never/Almost never  
o Seldom  
o Sometimes  
o Often 
o Always/Almost always 
42. I have the habits that help me acquire skill sets that I use while training.  
o Strongly disagree 
o Disagree 
o Not sure  
o Agree 
o Strongly agree  
43. I evaluate if I have accomplished the goals I set for myself.  
o Never/Almost never  
o Seldom  
o Sometimes  
o Often  
o Always/almost always  
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44. I evaluate my career setbacks as learning opportunities.  
o Never/Almost never  
o Seldom  
o Sometimes  
o Often  
o Always/almost always  
45. I accept responsibility for my efforts towards my career progression and professional 
development.  
o Never/Almost never  
o Seldom  
o Sometimes  
o Often  
o Always/almost always  
46. While at work as a personal trainer, I feel that I am creating a valuable experience for 
other people.  
o Strongly disagree  
o Disagree 
o Not sure  
o Agree 
o Strongly agree  
 
47. I educate my clients so that one day they will no longer depend on me.  
o Never/Almost never  
o Seldom  
o Sometimes  
o Often  
o Always/almost always  
 
48. I am able to maintain sufficient clientele for my financial stability. 
o Strongly disagree  
o Disagree 
o Not sure  
o Agree 
o Strongly agree  
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Appendix J   












23. I am satisfied with the success 
I have achieved in my career 
(Greenhaus et al., 1990) 
(Career satisfaction**) 
     
24. I am satisfied with the progress 
I have made towards meeting 
my overall career goals 
(Greenhaus et al., 1990) 
(Career satisfaction**) 
     
25. I am satisfied with the progress 
I have made towards meeting 
my goals for income 
(Greenhaus et al., 1990) 
(Career satisfaction**) 
     
26. I am satisfied with the progress 
I have made towards meeting 
my goals for advancement 
(Greenhaus et al., 1990) 
(Career satisfaction**) 
     
27. I am satisfied with the progress 
I have made towards meeting 
my goals for the development 
of new skills (Greenhaus et al., 
1990) (Skill acquisition**) 
     
49. I am satisfied with the success I have achieved in my career.  
o Strongly disagree 
o Disagree 
o Uncertain  
o Agree 
o Strongly agree  
50. I am satisfied with the progress I have made towards meeting my overall career goals. 
o Strongly disagree 
o Disagree 
o Uncertain  
o Agree 
o Strongly agree  
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51. I am satisfied with the progress I have made towards meeting my goals for income. 
o Strongly disagree 
o Disagree 
o Uncertain  
o Agree 
o Strongly agree  
52. I am satisfied with the progress I have made towards meeting my goals for 
advancement.  
o Strongly disagree 
o Disagree 
o Uncertain  
o Agree 
o Strongly agree  
53. I am satisfied with the progress I have made towards meeting my goals for the 
development of new skills.  
o Strongly disagree 
o Disagree 
o Uncertain  
o Agree 
o Strongly agree  
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Appendix K   
Complete survey as seen by subjects  
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Appendix L   
Cronbach’s Alpha, EIPT 
Item-Total Statistics 


















I can easily maintain 
my enthusiasm and 
persistence even when 
my client experiences 
setbacks. 
128.1022 337.271 0.642 0.623 0.956 
I adjust the level of 
physical intensity so 
that it’s challenging 
yet manageable for my 
clients. 
127.9600 337.378 0.743 0.677 0.955 
When I make an 
appointment with a 
client, I do my very 
best to keep it. 
127.7022 342.451 0.610 0.587 0.956 
I feel in control of my 
own emotions while I 
am training a client 
regardless of what the 
client may be doing. 
128.0400 336.905 0.696 0.632 0.955 
If I think my client 
needs extra support, I 
try to provide it. 
127.9511 339.190 0.680 0.612 0.955 
When I train clients, I 
keep my emotions 
positive and aligned 
with their task; I 
remain engaged. 
127.9289 339.763 0.662 0.572 0.956 
I learn my client’s 
communication 
preference – text, 
email, verbal, phone – 
and use it consistently. 
128.0533 335.685 0.728 0.658 0.955 
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Item-Total Statistics 


















I make sure to offer 
praise, encouragement 
and rewarding 
affirmation to my 
client during the 
session. 
127.9022 337.714 0.730 0.633 0.955 
I clearly express 
feelings of optimism 
and confidence in my 
client’s progress 
during and after our 
session. 
128.0044 339.433 0.676 0.625 0.955 
I actively encourage 
my clients to practice 
the physical skills they 
will need to be 
successful during their 
sessions. 
128.0489 336.948 0.709 0.635 0.955 
I have control over my 
emotions when I am 
training a client. 
127.9111 338.769 0.765 0.699 0.955 
I know how to 
negotiate with my 
clients so they can 
continue to progress 
towards their goals. 
128.0667 340.571 0.666 0.525 0.956 
I feel a sense of 
control over my 
emotions. 
128.1022 336.396 0.686 0.625 0.955 
I can sense my clients 
mood and emotional 
state by their body 
language during the 
session. 
128.0933 339.023 0.666 0.559 0.955 
I prepare for my 
sessions in advance. 
128.0178 341.901 0.561 0.454 0.956 
It is important for 




128.0400 342.887 0.546 0.429 0.956 
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Item-Total Statistics 


















I feel it is an important 
part of my job as a 
trainer to be aware of 
my emotional health. 
127.8933 339.953 0.692 0.628 0.955 
I feel connected to my 
own emotions when I 
am training clients. 
128.2533 341.154 0.552 0.529 0.956 
I can recognize and 
name the non-verbal 
messages I am sending 
to a client when I am 
listening to them. 
128.2444 342.052 0.614 0.609 0.956 
I can easily recognize 
feelings like 
impatience when I am 
training clients. 
128.2089 337.809 0.673 0.597 0.955 
When experiencing a 
positive emotion, I 
know how to make it 
last. 
128.1244 338.752 0.681 0.595 0.955 
I can easily tell what 
effect my emotions 
have on my work with 
my clients. 
128.1422 342.105 0.634 0.618 0.956 
As soon as I meet a 
client, I am assessing 
their body language 
and facial expression. 
128.1156 340.978 0.648 0.524 0.956 
I can personally 
withstand stress in 
service of my client’s 
goals. 
128.1200 341.088 0.646 0.555 0.956 
I can recognize what I 
am feeling before I 
work one-on-one with 
someone. 
128.1644 338.977 0.665 0.546 0.955 
I am able to handle 
feeling frustrated with 
a client. 
128.1467 342.242 0.645 0.570 0.956 
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Item-Total Statistics 


















I am able to use 
emotions to help my 
clients achieve their 
goals. 
128.0133 346.620 0.526 0.512 0.956 
I can detect and 
develop insights about 
client’s motivations by 
reading non-verbal 
cues. 
128.1067 344.024 0.613 0.567 0.956 
I like to share my 
emotions with others. 
128.9733 350.883 0.244 0.335 0.959 
I agree that beneath 
some client’s anger 
there is often a deep 
feeling of pain. 
128.3689 343.287 0.481 0.391 0.957 
When my mood 
changes, I see new 
possibilities. 
128.2933 345.851 0.485 0.459 0.957 
It is easy for me to 
interpret body 
language. 
128.0711 340.111 0.665 0.596 0.956 
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Appendix M   
Cronbach’s Alpha, SAAPT, Factors I, II & III 
Reliability Statistics, Factor One 






Items N of Items 
   0.886 0.887 9 
   





















I evaluate if I have 
accomplished the 
goals I set for myself. 
33.4978 25.894 0.683 0.524 0.870 
      
















I accept responsibility 
for my efforts towards 
my professional 
development. 
33.3111 25.965 0.730 0.580 0.867 
I educate my clients, 
so that one day they 
will no longer depend 
on me. 
33.5644 25.497 0.665 0.526 0.872 
I personally set my 
own career goals. 
33.4489 25.659 0.719 0.566 0.867 
I evaluate my career 
setbacks as learning 
opportunities. 
33.6178 26.085 0.655 0.468 0.872 
I maximize the 
learning opportunities 
around me. 
33.5556 25.757 0.667 0.478 0.871 





















While at work as a 
personal trainer, I feel 
that I am creating a 
valuable experience 
for other people. 
33.4889 27.331 0.498 0.265 0.885 
I have the habits that 
help me acquire skill 
sets that I use while 
training. 
33.5822 27.173 0.576 0.393 0.879 
My personal career 
goals match the best 
practices in my 
industry. 
33.6933 26.687 0.558 0.349 0.881 
  
Reliability Statistics, Factor Two 









   0.812 0.814 4 





















I am able to maintain 
sufficient clientele for 
my financial stability. 
11.1111 7.358 0.636 0.407 0.763 
In my work as a 
personal trainer, I am 
currently financially 
secure to meet my 
long term financial 
goals. 
11.4622 6.955 0.585 0.344 0.788 





















During my work as a 
personal trainer, I 
currently earn income 





11.2267 6.676 0.660 0.441 0.750 
In my work as a 
personal trainer, I am 
financially secure for 
my short term needs. 
11.1333 7.241 0.650 0.432 0.756 
 
Reliability Statistics, Factor Three 






zed Items N of Items 
   0.736 0.738 3 
   






















During my work as a 
personal trainer, the last 
time my session pay rates 
have increased was... 
7.7378 5.221 0.564 0.339 0.645 
During my work as a 
personal trainer, the last 
time I progressed 
professionally to the next 
level status of trainer 
was... 
7.7156 5.312 0.613 0.381 0.591 
During my work as a 
personal trainer, the last 
time my workload has 
7.8000 5.402 0.507 0.262 0.713 
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-.175** -0.018 -0.037 -0.106 0.027 -0.008 .136* .235** .738** .725** .664** 
NSCAS 
Dichot 
0.119 1 .158* -0.105 0.051 0.027 -0.021 0.063 0.042 0.064 .162* -0.041 .187** 0.066 0.006 -.146* -0.068 0.049 -0.079 -0.028 0.047 
During a 
busy week... 

















-0.019 -0.070 -0.053 -.194** -
0.043 
.136* 0.123 .328** 0.086 0.059 0.046 






0.005 1 0.002 -0.010 0.041 0.086 -
0.086 
.140* .168* .178** .150* -
0.015 
-.252** -.405** -0.010 -.278** -.235** -.173** 





0.120 0.027 0.014 0.036 0.002 1 0.017 -
0.035 












.141* .150* 0.130 .299** -
0.067 
-.279** -.330** -0.093 -0.118 -0.115 0.010 

































































































Client office -0.087 0.042 -
0.008 
-0.073 0.086 0.037 0.086 0.016 1 0.005 .209** .232** .313** 0.026 0.008 -.265** -.400** 0.005 -.145* -.134* -0.028 
Rented space -0.017 0.064 0.030 -0.107 -0.086 .140* -0.002 0.041 0.005 1 0.118 0.102 0.076 .238** -
0.109 





-0.019 .140* -0.053 .141* -
0.081 





-0.070 .168* -0.026 .150* -.151* .232** 0.102 -0.002 1 0.051 -0.064 -
0.026 





-0.053 .178** 0.035 0.130 -
0.043 
.313** 0.076 .186** 0.051 1 0.100 0.071 -.321** -.311** 0.027 -.213** -.137* -0.078 









-.194** .150* -0.078 .299** -
0.035 
0.026 .238** 0.078 -0.064 0.100 1 0.084 -.472** -.363** -0.097 -.157* -.173** 0.027 
0.112 0.325 0.507 0.004 0.024 0.246 0.000 0.606 0.700 0.000 0.242 0.343 0.135   0.207 0.000 0.000 0.148 0.019 0.009 0.690 
Home 0.027 0.006 0.005 -0.043 -0.015 .159* -0.067 .357** 0.008 -
0.109 
0.128 -0.026 0.071 0.084 1 -.375** -.529** 0.090 -0.002 -0.017 -0.014 
Gym as my 
employer 






-.266** -.328** -.321** -.472** -
.375** 
1 .687** -0.031 0.110 0.114 -0.014 
Commercial 
gym setting 






-.323** -.241** -.311** -.363** -
.529** 






as a personal 
trainer? 
.235** 0.049 .225** .328** -0.010 0.113 -0.093 .148* 0.005 0.042 -0.065 -0.122 0.027 -0.097 0.090 -0.031 -0.044 1 .177** .142* 0.062 
EISumFactor
One 
.738** -0.079 .225** 0.086 -.278** 0.105 -0.118 0.119 -.145* -
0.120 
-.339** -0.062 -.213** -.157* -
0.002 
0.110 .278** .177** 1 .802** .610** 
EISumFactor
Two 
.725** -0.028 .179** 0.059 -.235** 0.053 -0.115 0.098 -.134* -
0.121 
-.273** -0.036 -.137* -.173** -
0.017 
0.114 .264** .142* .802** 1 .636** 




























































































Three 0.028 0.026 0.014 
**. Correlation is significant at the 0.01 level (2-tailed). 










































































































































































































































0.006 0.005 -0.043 -0.015 .159* -0.067 .357** 0.008 -0.109 0.128 -0.026 0.071 0.084 1 -.375** -.529** 0.090 -0.002 -0.017 -0.014 0.042 































































































































































































































*. Correlation is significant at the 0.05 level (2-tailed). 
**. Correlation is significant at the 0.01 level (2-tailed). 
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Appendix O   
Regression: Success as predicted by demographic, work-related variables and EI scales 
Table 4.6  
Hierarchical Regression: Step-wise regression predicting success using years of 
employment, location of training and weekly productivity along with EI scales I-III.  



















 0.157 0.145 8.76727 0.157 13.687 3 221 0.001 
2 .822
b
 0.676 0.668 5.46781 0.520 116.731 3 218 0.001 
a. Predictors: (Constant), Commercial gym setting, years of employment as a personal trainer, During a busy week... 
b. Predictors: (Constant), Commercial gym setting, years of employment as a personal trainer, During a busy week..., 










B Std. Error Beta 
1 (Constant) 49.210 2.430   20.249 0.001 
Years of 
employment  
0.981 0.356 0.175 2.755 0.006 
During a busy 
week... 
2.389 0.522 0.291 4.579 0.001 
Commercial gym 
setting 
0.031 0.016 0.121 1.943 0.053 
2 (Constant) 6.744 2.742   2.460 0.015 
Years of 
employment  
0.480 0.226 0.086 2.124 0.035 
During a busy 
week... 
1.224 0.333 0.149 3.679 0.001 
Commercial gym 
setting 
-0.016 0.010 -0.063 -1.550 0.123 
General EI for PT 0.277 0.057 0.329 4.873 0.001 
Self-Awareness for 
PT 
0.441 0.110 0.273 4.001 0.001 
Reading non-verbal 
cues  
0.654 0.131 0.260 5.011 0.001 
a. Dependent Variable: Total score, SAAPT 
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Appendix P   
Stepwise regression, Success as predicted by EI scales I-III, employment and 
productivity  
Model Summary 



















 0.673 0.665 5.48 0.67 90.09 5 219 0.001 
a. Predictors: (Constant), Reading non-verbal cues, years of employment, During a busy week..., General EI for PT, 













1 (Constant) 6.888 2.749   2.506 0.013 
years of 
employment  
0.520 0.225 0.093 2.310 0.022 
During a busy 
week... 
1.198 0.333 0.146 3.595 0.001 
General EI for PT 0.264 0.056 0.314 4.684 0.001 
Self-Awareness for 
PT 
0.423 0.110 0.262 3.843 0.001 
Reading non-verbal 
cues 
0.680 0.130 0.271 5.231 0.001 
a. Dependent Variable: Total score, SAAPT 
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Appendix Q   
Regression of income as predicted by work-related variables  
Model Summary Income as predicted by years of employment, education and 
productivity  



















 0.297 0.288 1.33574 0.297 31.135 3 221 0.001 










B Std. Error Beta 
1 (Constant) -0.618 0.411   -1.503 0.134 
years 
employment  
0.288 0.057 0.308 5.078 0.001 
During a busy 
week... 
0.392 0.080 0.287 4.899 0.001 
Education  0.236 0.086 0.166 2.753 0.006 
a. Dependent Variable: Earned Annual Income from Personal Training 
 
  189 
 
References from Appendices 
Brotheridge, C. M., Humphrey, R. H., Pollack, J. M., & Hawver, T. (2008). Leading with 
emotional labor. Journal of Managerial Psychology, 23, 151-168. 
doi:10.1108/02683940810850790 
George, M. (2008). Interactions in expert service work: Demonstrating professionalism in 
personal training. Journal of Contemporary Ethnography, 37, 108-131.  
Goleman, D. (1995). Emotional Intelligence: why it can matter more than IQ. New York: 
Bantam Books. 
Greenhaus, J. H., Parasuraman, S., & Wormley, W. M. (1990). Effects of race on 
organizational experiences, job performance evaluations and career outcomes. 
Academy of Management Journal, 33, 64-86.  
Humphrey, R. H., Ashforth, B. E., & Diefendorff, J. M. (2015). The bright side of 
emotional labor. Journal of Organizational Behavior, 36, 749-769.  
Salovey, P., & Mayer, J. D. (1990). Emotional intelligence. Imagination, Cognition and 
Personality, 9, 185-211.  
Schutte, N. S., Malouff, J. M., Hall, L. E., Haggerty, D. J., Cooper, J. T., Golden, C. J., & 
Dornheim, L. (1998). Development and validation of a measure of emotional 
intelligence. Personality and Individual Differences, 25, 167-177.  
Thelwell, R. C., Lane, A. M., Weston, N. J. V., & Greenlees, I. A. (2008). Examining 
relationships between emotional intelligence and coaching efficacy. International 
Journal of Sports and Exercise Psychology, 6, 224-235.  
 
